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A'ITACHMENI' I 
FRAMINGHAM STATE CDILEGE 
Board of Trustees 
March 30, 1993 
Present: Trustees: Greenblatt, Olair; Buckley, Vice Chair; cahners; <llen1i 
Fesserden; Hilgenkanp; Iepore; Ploof; Walker; Wiggin; Zildjian; 
arrl President Weller. 
Absent: All Present. 
Olair Greenblatt called the meetirg to order at 7:25 p.m. 
* * * * * 
on notion duly made am secorrled, it was 
VOI'ED: Unaniloously, to approve the January 21, 1993 minutes. 
* * * * * 
Rep;IL t of the Ola:ir 
Cllair Greenblatt welcom:d a full atterx:iance of Trustees to the March 30, 
1993 Board meeti.rg. He asked Trustees for their support in the upcaning 
Seventh Annual Olrista Corrigan Dimer to be held at the Newton Marriott on 
April 24, 1993. 
Rep;IL t of t:be Task F'bLa:s 
Petsuael. Task Fbroe 
Trustee Hilgenkanp, Ola:i.r of the Personnel Task Force, stated that the 
Personnel Task Force members net today, March 30, 1993 (Present: Trustees 
Hilgenkamp, Olair; Buckley; Lepore; Ploof; Wiggin; am walker). Acting Vice 
President for Academic Affairs Helen Heineman presented all academic 
Personnel Actions, an:i discussed Terrure an:i Praootion recan1lllel'Xiations. Vice 
President Noyes presented ~tions for the Director of career 
Services an:i the staff Assistant for Residence Life positions. Director of 
03np1s Diversity Barbara Hellam reported on the status of canpus personnel 
searches arrl discussed the state Colleges' Affirmative Action/Equal 
Opportunity/Diversity Plan. 
FollowinJ discussion, 
VOI'ED: 
* * * * * 
on m::>tion duly made ani secomed, it was 
Unaniloously, to approve Personnel Actions for Temlre ~intments 
(Attachment A). 
* * * * * 
• 
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• 
VOI'ED: 
VOl'ED: 
VOI'ED: 
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* * * * * 
on rotion duly made am secc>l'Xled, it was 
Unanimously, to awrove Persormel Actions for Praootion 
A~P:>inbrents (Attadunent A). 
* * * * * 
on notion duly·made am seconded, it was 
Unani.Ioously, to approve Personnel Actions for Full Time, Full Time 
Tenporary, Reappoinbnents, Visitirg Iecturers, Administrative 
Ekiucational leave, Medical leave of A1:sence Without Pay, Olanje of 
status, Resignations, Salary Corrections, arxi 03 A~P:>intments for 
the Sprirg 1993 Semester in the Division of Graduate arxi 
Continuirg Biucation (Attadunent A). 
* * * * * 
on rotion duly made am seconded, it was 
Unanimously, to awrove the state Colleges' Affinnative 
Action/Equal ~ty/Diversity Plan dated July 1, 1993 • 
* * * * * 
Members of the Personnel Task Force exterded their oon:]ratulations to those 
faculty ne:nbers recei virg Tenure arxi Prarotion. 
Trustee Hilgenkanp stated that members of the Persormel Task Force met on 
Friday, March 26, 1993 at 3:00 p.m. to cxmclude the Trustees Assessment of 
the College, 1988-1992 as maOOated by the Higher Education Coordinatirg 
Council. 
Following dj scussion, 
VOl'ED: 
* * * * * 
on notion duly made am seconded, it was 
Unani.Ioously, to recxmnerd to Dr. Peter M. Mitchell, Interim 
Cllancellor, Higher Ekiucation coordinatinj Council, that President 
Paul F. Weller be granted the maximum salary increase of five 
percent ( 5%) in acoordanoe with the October 26, 1992 Executive 
catpensation Guidelines of the Higher Ekiucation coordinatirg 
Council. In acoordanoe, President Weller's salary will increase 
from $92,802.84 to $97,443.32, effective January 3, 1993. 
* * * * * 
• 
• 
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Trustee Hilgenkanp stated that this rec:x:mnenjation is based on the very 
positive Presidential evaluation of President Weller's performance ~ch the 
Personnel Task Force of the Board of Trustees cxmpleted on March 26, 1993. 
As evident in President Weller's Report to the Board of Trustees on the 
Assessment of the College, 1988 to 1992, President Weller is to be ccmnended 
for his outst:.arni.n;J leadership as President of F'rami.rgham state College. 
VOI'ED: 
* * * * * 
On m:>tion duly made aiXi secorrled, it was 
lJnarliiocR:lsly, to st.rorgly rec::aiilEI'¥i to Dr. Peter M. Mitchell, 
Interim Chancellor, Higher Biucation Coordinatir:g Council, that 
the Presidential Evaluation process as outlined in the October 26, 
1992 Executive canpensation Guidelines of the Higher Etlucation 
Coordina.tir¥1 Council as revised October 24, 1994, be reviewed am 
examined. 
Trustee Hilgenkanp stated that it is the st.rorg, ard l.ll'lailinnls, opinion of 
the members of the F'rami.rgham state College Board of Trustees that given the 
five-year tilre lapse since the last Presidential salary increase, the 
existin:J Executive carpensation Guidelines restrict Board members in 
recc.mmerXlirq a justifiable salary increase in two ways. First, it is 
believed that a maximum five percent (5%) increase is unfair given the lorg 
period since the last raise ani the fact that all other enployees will 
receive an increase of nore than 13%. Seconily, the arbitrary salary cap of 
$99, 900. 00 for state College Presidents is unreasonable given existi.rg 
salaries for leadership positions in the University of Massachusetts am at 
colleges am universities throughout the Nation. 
vorED: 
VOI'ED: 
* * * * * 
On tootion duly made ani seoarded, it was 
lJnarliiocR:lsly, that the March 30, 1993 Board minutes reflect that 
the Trustees of Frami.rgham state COllege cx:mneni President Paul F. 
Weller for his out:starxting leadership throughout these past five 
very difficult ani t.ryirg l:udgetary years. 
* * * * * 
On notion duly made ard secorrled, it was 
lJnarliiocR:lsly, for the Board of Trustees, through its Clair, to 
direct the Personnel Task Force to establish a set of formal 
procedures arxi policies to be used in future presidential 
evaluations by the Trustees of Frami.rgham state COllege. 
* * * * * 
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• BIQrt 'nBt Fc:roe 
• 
• 
Trustee Chen:J, Cllair of the Budget Task Force, read the Report of the Budget 
Task Force (Attac:hnelt B) • 
Followi.rg discussion, 
vor.ED: 
* * * * * 
On rotion duly made arrl sec:x>rxied, it was 
Unanitoously, to recxmnern to Dr. Peter M. Mitchell, Interim 
Cllancellor, Higher Etlucation Coordinatirg Council, that there be 
no increase in tuition for Frami.n:,#lam state College for the 1993-
1994 academic Year. 
* * * * * 
Trustee Chen:J stated that the members of the Frami.n:,#lam state Colle;Je Board 
of Trustees joins the Higher Etlucation Coordinatin;J Council and Secretary of 
Ekiucation in their finn determination to hold down costs to our students. 
Consequently, the Board feels very stragly that, given the large tuition 
arxi fee increases over the past four years, there should be no tuition 
increase for the upcanirg 1993-1994 academic year. 
Repca;t of the President 
ActlnJ Vice President for Academj c Affairs Helen Heineman stated that the 
first draft of the Accreditation Report for the Nevi En;Jlarxi Association of 
SChools arrl Colleges will be released taron:Oiil. Following a review of the 
first draft b,y cxmnittee members arxi constituents of the College, a secorrl 
draft will be prepared arxi forwarded to the Trustees for review. Special 
thanks to Dr. Arthur Doyle am members of the cxmnittee for all their work 
with the Accreditation Report. 
Dr. Heineman stated that due to the success of the March 3, 1993 "All 
College DaY'', plans continue to host a ''Return to All College DaY'' on 
Thursday, April 29, 1993. 
Vice President for student Services WeRiy Noyes stated that the student 
Services staff has been workirg with the Developoent Office staff in 
plannin;;J for the upcanirg April 17, 1993 "set Sail for Frami.n:,#lam state 
College • s F\lture" Auction. She exterxied an invitation to all Trustees to 
join members of the COllege camami:ty in what pranises to te a very 
enjoyable evenirg. 
Dean of Admissions Services Philip Dociler stated that the Admissions Office 
has been actively hostlnJ a series of very successful Admissions Sessions 
for acx::epted students. '!he last session was held on March 29, 1993, with 
JlX)re than 500 students arrl their families in at't:ermnce • 
• 
• 
• 
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Actin:J Director of Develq.ment Diana Phillips reported the follarirg: 
'lhe Developnent Office has recently relocated fran the Dwight Hall 
Administrative Offices to a spacious area located on the first 
floor of Dwight Hall. 
'!hanks to the help of many canplS offices am volunteers, a s,ooo 
piece mailirq for the April 17, 1993 "Set Sail for F'.ra1nirgham 
state College's Future" Auction has just been canpleted. 
'l'cMn officials am area I.e;;Jislators will be rec:eivirq invitations 
to a '!'om Gown Reception to be held on :Mc>roay, May 10, 1993 at the 
hane of President am Mrs. Weller. 
'!he F'ra.n'li.rgham Sister City Relationship Ccmnittee continues to 
meet to formalize international agreements. A Russian delegation 
is scheduled to visit here in June, 1993. '!his is a very excitin;J 
oooperative effort which will involve faculty members fran the 
College. 
'!banks to the assistance of student Government Association 
President Dawn Mays, am student Trustee Armn Zildjian, the 
College will be hostirg a Seconi Armual Business I1lncheon on April 
27, 1993, beginning at 11:30 a.m • 
Ms. Barbara Holl.ani shared her sentiments about resigrrl..nJ her positioo as 
Director of campus Diversity with members of the Board of Trustees. In her 
letter of resignation to President Weller, she stated the followin;J: 
''With many mixed feelin;Js, I have reached a decision to resign Ir.r:f 
position as Director of campus Diversity effective April 2, 1993. 
I feel a great sense of pride in Ir.r:f acccttplishments over the past six 
am one-half years that I have had the q:p>rtuni.ty to serve at 
F'ra.n'li.rgham state College. I can state unequivocally that you have been 
a tre.merxious leader in the area of diversity, a great teacher of 
''Politics" am a good friero. It makes leavirq F'ra.n'li.rgham state 
College very difficult. 
nxrin;J nry time at the College, I have watched the enrollnent of 
students of color dramatically increase, heard the frequent public 
acknowledgement of our major priority as recruitment of a diverse 
faculty am staff, observed pl.armi.n;J of creative extracurricular 
activities that educate us am SUR;XXt diversity, am listened as 
djSOJSSions \rlere held about inclusion of Dlllticultural perspectives in 
our curriculum. With the leadership ani dedication of the campus 
Diversity Council, staff, students, faculty, administrators, Board of 
Trustees am other members of the campus carm.mity, I believe that the 
College will exparxl these diversity initiatives am make wise decisions 
regardirg its future cxmnitment to diversity • 
• 
• 
• 
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In shazp oont:rast to many of ~ colleagues at other institutions, I 
have been fortlmate to work with a President am Board of TrUstees who 
are outspoken about the inportance of diversity to the vision am 
mission of the College. 
Iast, I am truly grateful for the qportunity to have met am gotten to 
know so many students over the years. '!hey are a remarkable am vital 
force am I will treasure many of the menr:>ries that I share with them, 
especially the nembers of CUlture In Effect. 
Although I feel sad about leavi.rg Frami.rgham state College, I am 
lOClki.rg fcn:ward to blazirg nev1 trails. I will always consider the 
members of the canplS ccmmmity as "familY'' am will continue to 
participate in activities as time allows. 
'Ihank you again for all your support am inspiration, I wish you am 
the Frami.rgham state College ccmmmity success in all future 
urdertakings ... 
On behalf of the Board of TrUstees, President Weller ~ his 
appreciation to Ms. Hellam for her ccmnitment am dedication to Frami.rgham 
state College am its diversity issues over the past six am one-half years. 
President Weller applauded student Government Association President Dawn 
Mays am student Trustee Annen Zildj ian for their st.ror¥J support in 
opposition to a tuition increase at the February 19, 1993 Higher Ekiucation 
Coordination Council Board Meetirq. 
President Weller expressed his appreciation to the members of the Board of 
Trustees for agreein;J to re-sc:hedule the March Board Meeti.rg to allCM him to 
join the American Association of state Colleges am Universities Mission to 
China. '!he mission included Dr. James Appleberry, President of the American 
Association of state Colleges am Universities, Dr. David Rice, President 
of the University of Southern In:tiana, am President Weller. '!he purpose of 
the mission was to establish contacts am form international relationships 
with Chinese Universities. '!he trip was a wonjerfu]. experience, am it is 
believed that the mission was sucx:essful. We look forward to continuirg 
contacts with the Chinese Education Association for International Exchange 
to formalize international agreements with Chinese Universities. 
President Weller reported the followirg: 
Special thanks to Director of Ccmp.lS Diversity Barbara Hellam for 
the ~ series of programs held at the College during 
February's Black History Month. Many interestirg ani excitirg 
activities were held, incllldirJJ presentations by Arm"ew Hacker am 
Betty Shabazz, a panel disciSSion on: Beyond Racism - '"'he 
Olal.len;Je of Ekiucation TodaY'' I am '"'he Meetirg": an award-
winni.rg play written by Frami.rgham state College 1973 Graduate 
Jeffrey stetson. 
, . 
.. 
• 
• 
• 
-7-
'!hanks to the efforts of the Developnent Office am Actirq 
Director of Developnent Diana Phillips, Corgressman Edward Markey 
visited the canpus on Tuesday, February 9, 1993. 
'!he College continues its efforts to brin:] quality service to the 
F'rami.n:jlam state College canpus. Monthly meetin:js will continue 
throughout the academic year. 
'lhe Depart:nent of Hane Fconanics has just cxxrpleted its 
accreditation. Special thanks to Professor Margaret Potter, <llair 
of the HaDe Fconanics Depart:nent, for her leadership abilities and 
for maintaining the high S't:arx2rds of a quality prcxp:am. 
President Weller briefly highlighted and summarized the President's Report 
to the Board of 'Irustees on the Assessment of the College, 1988 to 1992. 
'Ihe Report begins with, and is written in relation to, the 1988 IDrg Rarge 
Plan for the College arxi continues to illustrate the financial bJrdens 
placed on the College as a result of nearly five years of fiscal 
constraints am shortfalls al:sorbed by the College. 'lhe Report oon:::ludes 
with Quality Initiatives which reflect the future goals of the College. It 
is my belief that F'rami.n:jlam state College is a premiere c:::arprehensive 
liberal arts College, with a quality education which is not exceeded 
elsewhere • 
President Weller expressed his appreciation to members of the Personnel Task 
Force and Board of 'Irustees for their support and kird rec:x:mneroations in 
the Presidential Evaluation Process. 
'!here be~ no further l:llsiness, the meetin;J adjourned at 8:50 p.m. 
Pa: • Weller, Executive Secretary 
F'rami.n:jlam state College Board of Trustees 
... 
• Attachment A 
Mardl 30, 1993 
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PFIBHm:.. AC1'I(H; 
TJH1RE REIXJittENilld'CfiS 
Levine, Miriam Associate Professor Effective: 09/01/93 
En;Jlish 
Percy 1 T. Bridgett Assistant Professor Effective: 09/01/93 
Psychology 
Rogers 1 Ma:r:y Assistant Professor Effective: 09/01/93 
Economics/Bus. Mmi.nis. 
PIDDriCfiS 
Abernethy 1 Marilyn To Associate Professor Effective: 09/01/93 
Hane Econanics 
Barklow 1 William To Professor Effective: 09/01/93 
Biology 
Beck, Saclriko To Associate Professor Effective: 09/01/93 
• 
Art 
Budzl John To Professor Effective: 09/01/93 
Psychology 
Cohen, Marian To Professor Effective: 09/01/93 
Sociology 
Conrad, SUsan To Professor Effective: 09/01/93 
Nursing 
Donnell, Robert To Professor Effective: 09/01/93 
Geography 
Klein, Ronnie To Assistant Librarian Effective: 09/01/93 
Library Services 
Krishnarocx>rthy 1 SUban To Associate Professor Effective: 09/01/93 
canputer Science 
Levine, Miriam To Associate Professor Effective: 09/01/93 
English 
• 
• 
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PR:IDri<K9 I <Dft'. 
Mahler, Marguerite To Professor Effective: 09/01/93 
Modern I.an;Juage 
Melegian, Edward To Associate Professor Effective: 09/01/93 
canmunication Arts 
sandberg, Sonja To Professor Effective: 09/01/93 
Mathematics 
miL TIME APPOINIMENrS 
Sproul, Jackie Director I career Services Effective: 05/30/93 
Salary: $45,000.28 
FUIL TIME ~ APPOINIMENIS 
Beyer, James Assistant Professor Effective: 01/24/93 - 05/31/93 
ED)lis..l) Salary: $33,295.60 
Hodnett, Calvin staff Assistant/Residence Effective: 02/14/93 - 06/30/93 
• 
Director - Residence Life Salary: $16,429.92 
RE7\PPOIN1MENIS 
Anderson, 'Ihomas Assistant Professor Effective: 09/01/93 
F.cx>nanics/Business Admin. 
Beyer, Kathleen Assistant Professor Effective: 09/01/93 
English 
Braaten, Brenda Assistant Professor Effective: 09/01/93 
<llemistry /Food Science 
craig, Mary Pat Library Assistant Effective: 09/01/93 
Foster, Irene Instructor Effective: 09/01/93 
Home Econanics 
John, P.M. Assistant Professor Effective: 09/01/93 
Philosotily 
Johnson, Robert Assistant Professor Effective: 09/01/93 
Communication Arts 
Klein, Ronnie Assistant Librarian Effective: 09/01/93 
• 
Library Services 
• 
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RFJ\'PR)IIf.IJIEHl'S, <XBr. 
lllderoann, Pamela Assistant Professor Effective: 09/01/93 
Psychology 
Milot, Barbara Assistant Professor Effective: 09/01/93 
Art 
salamassi, Mohammad Assistant Professor Effective: 09/10/93 
Mathematics 
Whitman, Betsey Associate Professor Effective: 09/01/93 
Mathematics 
VISl'l'1K; I..H!lt1RERS 
Becker, Ernest I. Chemistry Effective: 01/31/93 - 05/31/93 
Salary: $1696.00 
Magno, 'lhomas Ccmnunication Arts Effective: 01/24/93 - 05/31/93 
Salary: $1696.00 
• 
Mitchell, Jane Psychology Effective: 01/24/93 - 05/31/93 
Salary: $3392.00 
svitila, George Economics/Bus. Admin. Effective: 01/24/93 - 05/31/93 
Salary: $3392.00 
Tc:Mle, lawrence E. Economics/Bus. Admin. Effective: 01/24/93 - 05/31/93 
Salary: $1696.00 
ArMlNISIRATIVE IDX7d'ImAL LEAVE 
VandenAkker, Barbra Assistant Director Effective: 06/14/93 - 09/03/93 
Admission Services 
MEDICAL u-2\VE OF ABSFNCE - wrnDJr PAY 
Kelly, Elizabeth Assistant Professor Effective: 01/23/93 - 05/31/93 
Ccmm.mication Arts 
<lfAN:iE OF S'IMUS 
• Broadcorens, Joan Professor sabbcttical <llange from Home Economics Effective: Fall 1993 to sabbcttical request withdrawn 
• 
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aJNCE OF SI2\.1.m, CDn'. 
lewis, John Associate Professor Sal:i:atical Cllanje fran 
Mathematics Effective: Spri.rg 1994 to 
Academic Year 1993-94 
Soriano, Beverly Assistant Professor Sal:i:atical Cllan]e fran 
Econanics/Business Admin. Effective: Academic Year 93-94 
to Academic Year 94-95 
RESI~CfiS 
Franklin-craft 1 Arrrj staff Assistant/Residence Effective: 02/04/93 
Director - Residence Life 
Holland, Barbara Director Effective: 04/03/93 
campus Diversity 
Salvaggio, Brian M. .Actirq Director Effective: 04/17/93 
career Services 
• Spada, Marianne Visiti.rg lecturer Effective: 01/31/93 Olemistry 
SAlARY CXJRRECJIIOOS 
Ma:=arthy, Desmorrl Assistant Professor Effective: 01/24/93 
Erqlish Salary: $31,266.04 
Scandrett, Julia Assistant Professor Effective: 01/24/93 
Erqlish Salary: $31,840.64 
• 
• 
• 
• 
White 
Black 
Hispanic 
Personnel Action Summary 
New Full-Time Appointments 
Asian or Pacific Islander 
American Indian or Alaskan Native 
Handicapped 
Other 
1 
1 
Full-Time Appointments (Temporary) 
White 
Black 
H:spanic 
Asian or Pacific Islander 
American Indian or Alaskan Native 
Handicapped 
Other 
Female 
1 
Female 
PERSONNEL AcriONS 
OFFICE OF GRADUATE AND CONTINUING EDUCATION 
• 
-03 APPOINIMENTS 
SPRING 1993 
SEMFSrER- 01/25/93 - 05/17/93 
Ms. Linda Abelli Computer Sci Visiting Instructor $2,268.00 
Mr. Joseph Aieta Philosophy Visiting Instructor $2,268.00 
Mr. Robert Ainsworth Economics Visiting Instructor $1,151.71 
Ms. Beverly Amazeen Psychology Visiting Assistant Professor $2,600.00 
Dr. John Ambacher Politics Visiting Professor $2,868.00 
Mr. Dennis Avola Economics Visiting Instructor $2,468.00 
Ms. Deborah Baiano Sociology Visiting Instructor $2,268.00 
Dr. Richard Beckwitt Biology Visiting Associate Professor $2,736.00 
Mrs. SUsan Beers Economics Visiting Instructor $2,268.00 
Dr. 'Theodore Blank Alld Health Visiting Professor $2,868.00 
• 
Ms. Cornelia Breuning Comp Sci Visiting Instructor $2,468.00 
Ms. SUsan Burgess English Visiting Instructor $2,468.00 
Mr. Edward Burke Alld Health Visiting Professor $2,868.00 
Mr. Kenneth Burley Economics Visiting Instructor $2,268.00 
Dr. Joseph caruso Education Visiting Professor $2,668.00 
Mr. Alfonso canella Economics Visiting Instructor $1,209.60 
Dr. E. Chamberlain-Coste Psychology Visiting Assistant Professor $2,400.00 
Dr. Richard Chartier English Visiting Professor $2,868.00 
Dr. Malcolm Cunningham Modn lang Visiting Associate Professor $2,736.00 
Mrs. Joyce CUtler Mathematics Visiting Instructor $2,268.00 
Dr. Walter Czarnec Mathematics Visiting Professor $2,868.00 
Mrs. Ann Dailey Comm Arts Visiting Assistant Professor $2,600.00 
Mr. la'Wrence Dallin Economics Visiting Instructor $2,268.00 
• 
• 
PERSONNEL ACI'IONS 
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SEMESTER- 01/25/93 - 05/17/93 
Dr. Antonio Dantas Economics Visiting Associate Professor $2,536.00 
Ms. SUsan Dargan Sociology Visiting Instructor $2,468.00 
Mr. Richard Devine Sociology Visiting Professor $2,668.00 
Mr. Walter Devine Education Visiting Assistant Professor $2,600.00 
Ms. c. Doyle-Burke Economics Visiting Assistant Professor $2,600.00 
Mr. Roland CMinell Economics Visiting Assistant Professor $2,600.00 
Dr. P. Dyer-Grey Cole Psychology Visiting Assistant Professor $2,600.00 
Mr. Brendan Egan Alld Health Visiting Instructor $2,468.00 
Dr • Leonidas Emilfork Modn lang Visiting Associate Professor $2,536.00 
• Mr. James D. Eng Art Visiting Professor $2,868.00 Mr. Robert Evans Art Visiting Instructor $2,468.00 
Mr. Louis Farina Economics Visiting Assistant Professor $2,400.00 
Mr. Paul Farrand Economics Visiting Assistant Professor $2,600.00 
Dr. rrheresa Fitzpatrick Psychology Visiting Assistant Professor $2,400.00 
Mr. Michael Flaherty Economics Visiting Instructor $2,268.00 
Rev. James Flynn Education Visiting Instructor $2,468.00 
Dr. Leonard Flynn Psychology Visiting Professor $2,868.00 
Ms. Cynthia Forrest Education Visiting Instructor $2,268.00 
Dr. Charles Garabedian Mathematics Visiting Associate Professor $2,736.00 
Mr. Joseph Gaudet Mathematics Visiting Instructor $2,468.00 
Ms. Patricia Giragosian English Visiting Instructor $2,268.00 
• 
Mr • Charles Giuliano Art Visiting Instructor $2,268.00 
Dr. Arnold Good MathertlCltics Visiting Professor $2,868.00 
• 
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SPRING 1993 
SEMFSIER- 01/25/93 - 05/17/93 
Dr. Richard Grazier History Visiting Professor $2,668.00 
Mr. Joseph Hannigan Mathematics Visiting Instructor $2,468.00 
Ms. Lauren Hartshorn Modn lang Visiting Instructor $2,468.00 
Dr. Kirk Hoppe History Visiting Instructor $2,268.00 
Dr. Bernard Horn English Visiting Associate Professor $2,736.00 
Dr. Sigmund Hough Psychology Visiting Instructor $2,268.00 
Dr. Gary Rylander History Visiting Assistant Professor $2,600.00 
Ms. Regina Irwin Home Ec Visiting Assistant Professor $2,600.00 
Dr . Ruth Jacobs sociology Visiting Professor $2,668.00 
• Dr. George Jarnis Politics Visiting Professor $2,868.00 Dr. Harry Julia Psychology Visiting Professor $2,868.00 
Mr. Michael Kaplan conun Arts Visiting Assistant Professor $2,400.00 
Dr. Harold Kiess Psychology Visiting Professor $2,868.00 
Dr. Hie-Joon Kim Chemistry Visiting Assistant Professor $3,600.00 
Dr. Walter Klar Education Visiting Professor $2,868.00 
Mrs. Ellen s. Koretz Education Visiting Instructor $2,268.00 
Mrs. Gracy Koshy Comp Sci Visiting Assistant Professor $2,600.00 
Dr. Thomas Koshy Mathematics Visiting Professor $2,868.00 
Dr. Donald Krier Economics Visiting Professor $2,868.00 
Ms. Lucille Lawless sociology Visiting Instructor $2,268.00 
Dr. Rene LeBlanc Biology Visiting Professor $2,868.00 
Dr • Miriam Levine English Visiting Assistant Professor $2,400.00 
• Dr. Margaret Lidback Earth Sci Visiting Associate Professor $2,736.00 
PERSONNEL AcriONS 
• 
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SEMFSI'ER - 01/25/93 - 05/17/93 
Mr. William Linkow Mathematics Visiting Instructor $2,268.00 
Mr. 'Thomas Lloyd Economics Visiting Instructor $2,468.00 
Dr. Pamela Ludemann Psychology Visiting Assistant Professor $2,400.00 
Mr. Donald MacRitchie Economics Visiting Assistant Professor $2,600.00 
Dr. Nanette Magnani Sociology Visiting Instructor $2,268.00 
Dr. Larry McCargar Philosophy Visiting Assistant Professor $2,600.00 
Mrs. c. Mclaughlin English Visiting Assistant Professor $2,600.00 
Mr. William McMullen Education Visiting Instructor $2,268.00 
Mr . Raymond Merson History Visiting Assistant Professor $2,600.00 
• 
Mr. Raymond Merson History Visiting Assistant Professor $2,600.00 
Dr. R.F. Milaszewski Chemistry Visiting Professor $4,202.00 
Dr. Mary Murphy English Visiting Professor $2,868.00 
Dr. John Murray Physics Visiting Professor $2,868.00 
Ms. Teresa Muskopf Home Ec Visiting Instructor $2,468.00 
Dr. Yaser Najjar Geography Visiting Associate Professor $2,736.00 
Dr. Eugene Narrett English Visiting Associate Professor $2,536.00 
Ms. suzanne Neubauer Home Ec Visiting Associate Professor $2,536.00 
Dr. P. Bradley Nutting History Visiting Professor $2,868.00 
Mr. James O'Malley Comp Sci Visiting Instructor $2,468.00 
Rev. Francis Paolo English Visiting Instructor $2,468.00 
Mr. Thomas Parsons Home Ec Visiting Assistant Professor $2,600.00 
Mr. Mark Perlmutter Modn lang Visiting Instructor $2,268.00 
Dr. savino Placentino Education Visiting Professor $2,668.00 
• 
• 
• 
PERSONNEL AcriONS 
OFFICE OF GRADUATE AND CONTINUING EDUCATION 
Ms. Betsey Whitman 
Mrs. Sherry Wurtzel 
Mr. Robert Yosca 
Total Faculty 
-03 APro!NIMENI'S 
SPRING 1993 
SEMESTER- 01/25/93 - 05/17/93 
Alld Health Visiting Associate Professor $2,536.00 
Economics Visiting Instructor $2,268.00 
Mathematics Visiting Assistant Professor $2,600.00 
$304.635.31 
Framingham Union Hospital Contract Courses 
Spring 1993 
Semester - 01/04/93 - 04/30/93 
Dr. Martin Barrell 
or. Janice Leary 
Dr. larry McCargar 
Total Contract Courses 
Sociology 
Psychology 
Philosophy 
Total CompenSation for Spring 1993 
Visiting Assistant Professor $2,400.00 
Visiting Instructor $2,268.00 
Visiting Assistant Professor $2,600.00 
$7,268.00 
$311,903.31 
---------------------
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I. INTRODUCTION 
The Massachusetts State Colleges have carefully developed and 
outlined the major elements of an effective Affirmative 
Action I E9Ual Opportunity I Diversity Plan with the 
understand1ng that a successful plan requires more than the 
knowledge of laws, regulations and current government 
requirements. 
It demands vision to fully comprehend what challenges we face 
in preparing our students for the twenty-first century. With 
this Plan, the Colleges take a step beyond the Massachusetts 
State Colleges' Affirmative Action 1 Equal Opportunity Plan 
of 1989 with the addition "diversity" both to the title of 
the Plan and to appropriate sections of the Plan itself. The 
Colleges, both collectively and individually, commit 
themselves to not only the valuing of human dignity, but to 
the appreciation of the necessity of providing all members of 
the College Community an experience which equips them to 
relate to all persons and groups in the increasingly global 
and diverse world in which we all live and work • 
The Massachusetts State Colleges wish to take a role of 
leadership in providing an environment where equity and 
diversity are truly valued beyond verbal commitments and mere 
tolerance. This leadership role re9Uires that we all share 
responsibility for making construct1ve campus-wide changes in 
response to the principles set forth in the Affirmative 
Action 1 Equal O~portunity I Diversity Plan. Bf turning our 
collective energ1es into making affirmative act1on, equal 
opportunity and diversity an integral part of campus life, we 
continue to fulfill our mission in developing the talents and 
potential of all members of our college communities and our 
society • 
1 
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II. POLICY STATEMENT ON APPIRMATIVB ACTION, NON-
DISCRIMINATION AND DIVERSITY 
INTRODUCTION 
The Higher Education Coordinating Council of the Commonwealth 
of Massachusetts is responsible, under Chapter 15A of the 
General Laws of the Commonwealth of Massachusetts, for the 
overall governance of the public higher education system 
which includes the nine state colleges. The Higher Education 
Coordinating Council and the Boards of Trustees of the 
Massachusetts State Colleges maintain and promote a policy of 
non-discrimination on the basis of race, creed, religion, 
color, gender, sexual orientation, age, disability, veteran 
status, marital status and national origin. This policy 
incorporates by reference and where applicable, the 
requirements of Federal Executive Orders 11246 and 11375 as 
amended; the Civil Rights Act of 1964 as amended; the Civil 
Rights Restoration Act of 1988; the Civil Rights Act of 1991; 
Title IX of the Higher Education Amendments of 1972 as 
amended; Sections 503 and 504 of the Rehabilitation Act of 
1973; the Americans with Disabilities Act of 1990; Section 
402 of the Vietnam Era Veterans Read~ustment Assistance Act 
of 1974; and pertinent Laws, Regulat1ons and Executive 
Orders; directives of the Higher Education Coordinating 
Council, the Boards of Trustees of the Massachusetts State 
Colleges and the Commonwealth of Massachusetts, and other 
applicable local, state and federal statutes. 
Non-discrimination re9Uires the elimination of all existing 
discriminatory condit1ons, whether purposeful or inadvertent. 
The Massachusetts state Colleges are continuing to 
systematically examine all policies and procedures to be sure 
that they do not, if implemented as stated, operate to the 
detriment of any person on the basis of race, creed, 
religion, color, gender, sexual orientation, age, disability, 
veteran status, marital status or national origin. The 
Colleges shall require that the practices of those 
responsible in matters of employment and education, including 
all supervisors and faculty, are non-discriminatory. Should 
the College discover discrimination in treatment or effect in 
any employment, educational or service decision, action, 
inaction or practice within the College, all appropriate 
corrective and/or disciplinary actions shall be taken under 
the direction of the President of the College subject to any 
applicable collective bargaining agreement or other policy or 
procedure of the College. 
The Massachusetts state Colleges are committed to a policy of 
affirmative action, equal opportunity, non-discrimination and 
diversity. The¥ are committed to providing a learning, 
working and liv1ng environment for their students, employees 
and other members of the College Community which values the 
2 
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diverse backgrounds of all people, The Colle9es are 
committed to assuring that the "College ExperJ.ence " is one 
which challen9es, empowers, supports and pre~ares its 
students to ll.ve in, work in, and value our J.ncreasingly 
global and diverse world. The Colleges believe that the 
diversity of socioeconomic, racial, ethnic, religious, 
gender, sexual orientation, a9e and disability backgrounds of 
members of the College CommunJ.ty enriches the institutions 
and their various constituencies. The Colleges will not 
tolerate behavior based in bi9otry which has the effect of 
discriminating unlawfully aga1.nst any member of their 
communities. 
The Massachusetts State Colleges provide equal access to 
educational, co-curricular and employment opportunities at 
the Colleges for all applicants, students and employees 
re9ardless of race, color, religion, gender, sexual 
orJ.entation, national origin, age, disability or veteran 
status in compliance with all applicable laws, regulations 
and policies. All benefits, privileges and opportunities 
offered by the Colleges are available to all students, 
employees and other persons having dealings with the 
institutions on a non-discriminatory basis. The Colleges are 
committed to taking a pro-active affirmative action posture 
with respect to their recruitment, selection and promotion of 
students and employees • 
The purpose of the Affirmative Action component of this Plan 
is to establish a set of programmatic objectives which shall 
provide for the access and advancement of persons of color, 
women and persons with disabilities with respect to 
employment and enrollment opportunities. The intent of this 
Affirmative Action I Equal Opportunity 1 Diversity Policy is 
to responsibly recognize and, to whatever extent possible, 
resolve the effects of ~ast societal discrimination and the 
impact which that discrJ.mination has had, not only on persons 
of color, women, and persons with disabilities, but on the 
total academic, educational and social system as well. It is 
not intended and should not be used to discriminate against 
any a~plicant, employee or student because of race, creed, 
religJ.on, color, gender, sexual orientation, age, disability, 
veteran status, marital status or national origin. 
In response to that recognition, the Colleges through their 
Boards of Trustees and Presidents, fully endorse the plan of 
action set forth in this policy and shall oversee and monitor 
its implementation under the auspices of the Director of 
Affirmative Action/Affirmative Action Officer. 
scope of Plan 
Affirmative Action, Equal Opportunity and Diversity programs 
shall be viewed as an intearal part of the mission and 
purpose of the Colleges. The Plan by its very nature shall 
3 
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affect and impact not only personnel and admissions policies, 
but also relevant procedures and practices which contribute 
to the academic and educational experiences of our students, 
and the employment opportunities throughout the Colleges. 
The scope of this Plan shall include, but not be limited to, 
a review of: hiring, evaluation and retention; student 
admissions, recruitment and retention; student support 
services, including student activities, financial aid, 
counseling and placement; curriculum, including both a 
concern for academic support services and cultural and gender 
diversity within the curriculum; programmatic, support 
service and structural access for persons with disabilities; 
and racial, gender, sexual orientation and ethnic equality in 
all student services offerin9s, including but not limited to, 
athletic programs and financ1al assistance. 
Goals and Timetables 
The goals of the Massachusetts State Colleges' Affirmative 
Action 1 Equal Opportunity I Diversity Plan and the 
timetables for their implementation are, for purposes of the 
Plan, considered to be specific to the individual State 
College. The goals (both numerical and programmatic) and the 
timetables will be a part of the submission made by the 
individual colleges to the Higher Education Coordinating 
Council within one hundred and twenty (120) days of the 
effective date of this Plan. 
Inauiries 
Inquiries concerning the Colleges' compliance with 
Affirmative Action 1 Equal Opportunity I Diversity programs 
may be referred to the Affirmative Action Office at each 
College. 
Definitions 
Persons or Color 1 Minority persons are defined as follows: (Please note that in the previous Plan, persons of these 
groups were referred to as "minority persons".) 
1. Black: All persons having origins in any of the 
Black racial groups of Africa. 
2. Hispanic: All persons of Mexican, Puerto Rican, 
CUban, Central or South American or other Spanish 
culture or origin, regardless of race. 
3. Cape Verdean: All persons having origins in the 
Cape Verde Islands. 
4. Asian or Pacific Islander: All persons having 
origins in-any of the original peoples of the Far East, 
4 
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Amendment of Plan 
This Plan may be amended from time to time in accordance with 
such procedures as the Council of Presidents andjor the 
Higher Education Coordinating Council may prescribe • 
6 
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IZI. POLICY AWARENESS PROCEDURES 
Dissemination 
All policy statements re9arding affirmative action, equal 
opportunity, non-discrim1nation and diversity at the Colleges 
will be distributed to every office of each College and a 
cop¥ will be housed in the Library and the Affirmative Action 
Off1ce. In addition, copies will be made available to the 
public upon request. Periodic meetings and workshops will be 
held with various segments of the campus community to assist 
their understanding of the College's commitment to 
affirmative action, equal opportunity, non-discrimination and 
diversity. 
Posting 
The College's policy of affirmative action, equal 
opportunity, non-discrimination and diversity will be posted 
in areas customarily used for ~ublic announcements. 
Prospective employees will be 1nformed of this policy in all 
advertisements both on and off the campus. 
Recruiting 
All College recruiting sources will be informed of the 
College's commitment to affirmative action, equal 
opportunity, non-discrimination and diversity. Listings of 
current openings will be sent on a regular basis to 
appropriate sources for the recruitment and referral of 
a~plicants who are persons of color, women and persons with 
d1sabilities. 
In addition, notices of position openings will be distributed 
within the College for posting, so that all employees are 
aware of opportunities for promotion and transfer. 
contractors and Vendors 
All contractors, sub-contractors and vendors must be notified 
of the College's responsibilities and commitments to equal 
employment opportunity and affirmative action. (See Section 
on Contracting and Purchasing) 
Advertising 
Selection for and participation in College employment is 
without regard to race, creed, religion, color, gender, 
sexual orientation, a9e, disability, marital status, veteran 
status or national or1gin. The phrase "An Equal Opportunity/ 
Affirmative Action Employer" shall be included in all 
advertisements for employment in accordance with the 
Affirmative Action 1 Equal Opportunity I Diversity Plan • 
7 
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Furthermore, an affirmative action/non-discrimination 
statement must be placed in all College operational 
publications. 
community Relations 
The Colleges will cooperate and work with government agencies 
and community groups, as well as national minority, 
multicultural, multiracial, women's and disability 
or~anizations which have equal employment opportunity 
obJectives, for the purpose of developing significant access 
to equal opportunity for persons of color, women and persons 
with disabilities • 
8 
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IV. RESPONSIBILITY FOR IMPLEMENTATION OF 
AFFIRMATIVE ACTION/EQUAL OPPORTUNITY/DIVERSITY 
The final authority and ultimate responsibility for the 
implementation of affirmative action, equal opportunity and 
diversity and development or implementation of this policy 
rests with the President of each College. However, the 
Director of Affirmative Action/Affirmative Action Officer has 
the responsibility for the overall development, 
administration and monitoring of all affirmative action 
programs, and all other policies, procedures and regulations 
pertinent to the implementation of this Plan. The Director 
of Affirmative Action/Affirmative Action Officer reports 
directly to the President and bears the responsibility for 
the preparation and execution of all affirmative action 
policies and programs. Further details are found in the 
Director's/Officer's position description. 
All Vice Presidents, Deans, Directors, Department 
Chairpersons, and other supervisory personnel will be 
accountable for ensuring that affirmative action, equal 
opportunity and diversity are integrally tied to all actions 
and decisions for which the¥ are responsible and which fall 
within the scope of the Aff1rmative Action 1 Equal 
Opportunity 1 Diversity Plan. A statement concerning such 
accountability will be added to all appropriate position 
descriptions. It shall be considered a regular function of 
faculty, librarians, administrators and supervisory staff 
that the¥ are aware of goals and consult with the Director of 
Affirmat1ve Action/Affirmative Action Officer prior to and in 
the course of those actions which may impact on the 
implementation of this Plan. In the event that a supervisor 
and the Director of Affirmative Action/Affirmative Action 
Officer identify problem areas which are impeding the 
College's efforts to meet its goals, they shall develop an 
action plan designed to move the College toward successful 
attainment of its objectives • 
9 
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POSITION DESCRIPTION 
DIRECTOR OF AFFIRMATIVE ACTION/AFFIRMATIVE ACTION OFFICER 
General Statement of Duties 
The Director of Affirmative Action/Affirmative Action Officer 
is responsible for desi9ning, developing and implementing the 
College Affirmative Act1on Program and other related programs 
as may be assigned by the President. 
Supervision Received: Reports directly to the President of 
the College. 
Supervision Exercised: Exercises supervision over assigned 
personnel. 
Examples of Duties: * 
1. Monitors practices in the areas of recruitment and 
utilization of personnel and students to review 
com~liance with the policy of non-discrimination, 
aff1rmative action and equal opportunity. 
2. 
3. 
4. 
5. 
6. 
7. 
8. 
Investigates all claims and complaints filed in 
accordance with the College's Affirmative Action 1 Equal 
Opportunity 1 Diversity Plan. 
Reviews all College policies for potential 
discriminatory impact. 
Communicates information on laws, regulations and 
policies on affirmative action and equal opportunity to 
members of the College Community. 
Reviews and evaluates all job requirements, performance 
criteria, personnel benefit plans, student support 
services, facilities and pro9rammatic access, vendor 
contract submission and serv1ces, media advertising and 
public relations materials, including all College 
publications, to require compliance with the College's 
Affirmative Action 1 Equal Opportunity I Diversity Plan. 
Develops plans and policies to recruit persons of color, 
women, and persons with disabilities. 
Acts as a representative of the College on claims 
presented to local, state and federal agencies. 
Assists in identification of problem areas with 
respect to this Plan and makes recommendations for 
remedial actions • 
10 
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9. Exercises sign-off authority on all personnel actions. 
10. Implements auditing and reporting systems with respect 
to this Plan. 
Qualifications 
1. Possesses academic credentials and/or experience 
suitable to fulfill the duties and responsibilities of 
the position. 
2. Possesses knowledge of higher education principles, 
practices and procedures. 
3. Possesses knowledge of the development and 
implementation of the College's Affirmative Action 
procedures. 
4. Possesses professional competence as an administrator, 
as evidenced by professional growth and recognition 
thereof by professional colleagues. 
* This position description is illustrative and not 
necessarily exhaustive • 
11 
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V. IDENTIFICATION OF PROBLEM AREAS 
The Director of Affirmative Action/Affirmative Action Officer 
will analyze all affirmative action, e9Ual opportunity and 
diversity programs and all other polic1es, procedures, 
practices and regulations at the institution for the purpose 
of identifying problem areas and developing appropriate 
remedial actions. Some areas to be considered are curricular 
concerns, employment and student recruitment, institutional 
support, resources for affirmative action 1 equal opport~nity I diversity policies and programs, underutilization of 
persons of color, women and persons with disabilities, access 
to training programs and student support services. 
The Director of Affirmative Action/Affirmative Action Officer 
will work with the President and/or the appro~riate area 
administrator to resolve any problems identif1ed. 
RBCC SUBMISSION 
Each College will submit to the Higher Education Coordinating 
Council Affirmative Action Officer an analysis of problem 
areas and remedial actions within one hundred and twentr 
(120) of the effective date of this Plan. This submiss1on 
will become a part of the individual College Affirmative 
Action 1 Equal Opportunitr 1 Diversity Plan and will, with 
the entirety of the indiv1dual Plan, be published with the 
Massachusetts State College Affirmative Action 1 Equal 
Opportunity 1 Diversity Plan as a single document following 
a~proval by the Board of Trustees of each College and by the 
H1gher Education Coordinating Council • 
12 
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VZ. AUDITZNG AND REPORTING 
Primary responsibility for monitoring com~liance and auditing 
the implementation of the Affirmative Act1on 1 Equal 
Opportunity 1 Diversit¥ Plan rests with the Director of 
Affirmative Action/Aff1rmative Action Officer and the Title 
IX/Section 504/ADA Coordinator. These officers shall furnish 
the President with progress reports and shall inform the 
President of practices, policies, procedures or regulations 
which may not be in com~liance with the policy of Affirmative 
Action, Non-Discriminat1on, Equal Opportunity and Diversity. 
The Director of Affirmative Action/Affirmative Action Officer 
will annually review the progress being made toward 
achievement of the College's affirmative action goals. This 
review will include the goals and timetables in order to 
recommend revisions that may be required as a result of 
chan9es in federal or state law, availability figures, 
inst1tutional performance or other circumstances which 
affect the implementation of this policy. In addition, sjhe 
will assure that the annual compliance reports which may be 
required by the Higher Education Coordinating Council and 
other state and federal agencies are completed. The Title 
IX/Section 504/ADA Coordinator will annually review the 
pro9ress made toward complying with current legislation, the 
Aff1rmative Action 1 Equal Opportunity I Diversity Plan, and 
the actions taken to ensure equal opportunity and affirmative 
action to all disabled students and employees. 
To ensure compliance with this Plan, the Director of 
Affirmative Action/Affirmative Action Officer and the Title 
IX/504/ADA Coordinator will also review and evaluate the 
applicable policies, programs and activities related to job 
requirements, performance criteria, personnel benefit plans, 
student support services, facilities and programmatic access, 
vendor contract submission and services, media advertising 
and ~ublic relations materials including all Colle9e 
publ1cations. Recruitment and hiring procedures w1ll be 
monitored using the methods described in this Plan. All 
monitoring and analyses will be conducted as necessary to 
identify problem areas and provide recommendations to remedy 
them. 
BECC SUBMISSZON 
On an annual basis, if requested by the Chancellor, each 
Colle9e will submit a report to the Higher Education 
Coord1nating Council. The content and format of the report 
will be prescribed by the Higher Education Coordinating 
Council. The annual report will present an accounting of 
activities and progress achieved with regard to affirmative 
13 
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action, equal opportunity and diversity and will include but 
not be limited to a review of achievement of all goals and 
timetables, current problems and efforts to address them, 
plans for the comin9 year, assessment of all efforts 
undertaken in pursu1t of full equal opportunity and a summary 
of current comparative workforce statistics • 
14 
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VII. WORKFORCE AND UTILIZATION ANALYSIS 
As part of the Affirmative Action I Equal Opportunity 1 
Diversit¥ Plan, each College will conduct workforce and 
utilizat~on analyses to determine the degree to which the 
College workforce is reflective of the availability of 
persons of color and women in the labor market. The 
workforce anal¥sis reports College employees by race and 
gender within JOb ~roups. Using the best data available at 
the time of analys1s, the labor market availability of 
persons of color and women within the designated recruitment 
area is determined by job groups within the College's 
workforce. When this analysis shows that the rate of 
employment of persons of color or women in the College's 
workforce is below the availability in the labor market, 
underutilization exists. Availability is defined as the 
percentage of women and persons of color that exist within 
the labor market. 
In those areas where underutilization has been identified, 
the College's hiring goals will be established with specific 
timetables not to exceed a three year period. These goals 
will be based upon the following factors: the degree of 
underutilization as revealed throu~h the utilization 
analysis, the projected attrition ~n the workforce and 
projected staff increases • 
HECC SUBMISSION 
Each College will submit to the Higher Education Coordinating 
Council a full workforce and utilization analysis with 
specific goals and timetables within one hundred and twenty 
(120) days of the effective date of this Plan. This 
submission will become a part of the individual College 
Affirmative Action 1 Equal Opportunity 1 Diversity Plan and 
will, with the entirety of the individual Plan, be published 
with the Massachusetts State College Affirmative Action 1 
Equal Opportunity 1 Diversity Plan as a single document 
following ap~roval by the Board of Trustees of each College 
and by the H~gher Education Coordinating Council • 
15 
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The procedures which are set forth in this Plan take into 
consideration organizational limitations as well as 
opportunities with respect to both current and future 
em~loyees. The Plan calls upon all staff to engage in a 
maJor effort in order to fulfill the objectives of 
affirmative action 1 equal opportunity for all persons at all 
levels of employment, in compliance with all applicable 
collective bargaining agreements. The following procedures 
represent a general format for the specific procedures of 
each College with respect to recruitment, promotion and 
appointment to vacant positions at the Massachusetts State 
Colleges. 
Pre-Recruitment stage - General 
To assure compliance with the affirmative action 1 equal 
opportunity objectives of this Plan, the filling of vacant 
positions can best be accomplished by identifyin9 competitive 
persons of color, women and persons with disabil1ties. In 
addition, internships and educational trainin9 programs can 
be developed in order to establish upward mob1lity mechanisms 
for employees. 
• Pre-Recruitment stage - Specific 
• 
Prior to the initiation of any search for an appointment of 
any full time employee to a new or vacated position, the 
Colle9e Affirmative Action Officer will review the ~osition 
descr1ption, including a consideration for any s~ec1fied 
employment responsibilities and job-related requ1rements, in 
order to maintain compliance with the affirmative action 1 
equal opportunit¥ objectives of this Plan. The Affirmative 
Action Officer w1ll also advise the area administrator of the 
need for a meeting to develop and implement an Affirmative 
Action Recruitment Action Plan. 
Recruitment stage 
As a result of the review at the pre-recruitment stage, a 
decision will be made by the President or designee as to the 
nature and duration of the search necessary in order to 
achieve an adequate, competitive pool of persons of color, 
women and persons with disabilities. This decision will: 
reflect the ~rogrammatic concern of meeting 
established 1nstitutional goals; and 
reflect the availability of funds for recruitment. 
The College Affirmative Action Officer will meet with the 
16 
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appro~riate area administrator and/or faculty, librarians and 
admin1strators in the discipline or professional area to: 
advise faculty, librarians and/or administrators of 
their affirmative action responsibilities; and 
develop an Affirmative Action Recruitment Action 
Plan, delineating actions to be taken, persons 
responsible for actions, and reporting requirements. 
The College Affirmative Action Officer will ~rovide 
widespread notification to appropriate organ1zations, 
communities, institutions, and/or agencies likely to be 
contact with competitive persons of color, women and persons 
with disabilities. 
All vacated or newly created positions (except those part 
time non benefit positions which may be exempted by 
individual Colleges and those which are being temporarily 
filled on an emergency basis) which are to be filled must be 
posted for a minimum of two weeks (10 calendar days) 
regardless of recruitment area. At the end of that time 
period, the initial recruitment sta9e will have been 
completed and the selection stage w1ll have begun. 
Selection stage 
1. 
2. 
3. 
4. 
In accordance with established College procedures, the 
fillin9 of all vacant positions may be through a 
Screen1ng Committee or Screening Designee. All 
permanent or tenure track full-time appointments to the 
faculty, library or administration will require a 
committee. The Director of Affirmative 
Action/Affirmative Action Officer or her/his designee 
from the Affirmative Action 1 Equal Opportunity 1 
Diversity Advisory Committee may attend all Screening 
Committee meetings as a non-voting member. 
Whenever possible, each Screening Committee will be 
structured to include ~arsons of color, women and 
persons with disabilit1es. 
The Director of Affirmative Action/Affirmative Action 
Officer or her/his designee will meet with the members 
of the Screening Committee prior to the commencement of 
the selection stage to make them aware of the 
affirmative action/non-discrimination policy. 
The Chair of the Screening Committee in con~unction with 
the Director of Affirmative ActionjAffirmat1ve Action 
Officer will be responsible for recording appropriate 
information for use in the affirmative action 
certificate; determining whether or not the Affirmative 
Action Recruitment Action Plan has been implemented; 
17 
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determining whether or not the recruitment process was 
successful in obtaining reasonably sufficient numbers of 
competitive applicants who are persons of color and 
women; and, on the basis of that determination, 
recommending to the President whether or not the search 
should be further extended and/or expanded. The 
President, upon consultation with the Chair of the 
Committee and/or the Affirmative Action Director 1 
Officer, may elect to extend recruitment efforts until 
such time as reasonable applicant pools of persons of 
color and women have been reached. 
5. Once the determination has been made that the applicant 
pool is consistent with availability, recommended 
candidates will be invited for interviews. 
Pre-Appointment and Appointment 
1. After all preferred candidates have been interviewed by 
the Screening Committee, recommendations will be made to 
the President (through the appropriate administrative 
structure) in accordance with the guidelines established 
for that search. The recommendation must include a 
certification with the Affirmative Action Director/ 
Officer's si9nature that there has been adherence to the 
relevant hir1ng guidelines and regulations. The 
Affirmative Action Officer will be responsible for 
notifyin9 the President of any alleged violation of 
affirmat1ve action/non-discrimination guidelines. 
2. The President or Designee will extend an offer of 
employment to the candidate or candidates who in her/his 
jud~ent best meet the qualifications necessa~ for the 
pos1tion and fulfill the needs of the Institut1on. 
Where required, candidates selected by the President or 
Designee must be notified that no appointment will 
become effective until such time as the Board of 
Trustees officially approves the recommendation. 
Emergency and/or Acting Appointments 
Under exceptional circumstances where emergency and/or acting 
appointments must be made, they will not be made for a 
duration of longer than one year unless otherwise ap~roved by 
the Board of Trustees or the President during the in1tial 
action. In such cases, all efforts must be made to include 
all com~etitive persons of color, women and persons with 
disabil1ties in the consideration with respect to such 
appointments. 
Promotions 
1. For the purposes of this Plan, a promotion will be 
considered to be a formal personnel action, recommended 
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or approved by the President, which advances in rank 
and/or position an employee without a formal search 
process andjor vacancy announcement. Nothing in this 
Plan shall deny the President the o~portunity to promote 
from within; the presidential decis~on to promote from 
within, however, should be consistent with the 
Affirmative Action I Equal Opportunity 1 Diversity 
Plan of the College. 
2. It is the express purpose of this Plan to ensure that 
the objectives of upward mobility and those of 
affirmative action do not work at cross purposes to one 
another but to whatever extent possible are 
complementary and supportive. 
Affirmative Action Programs - Graduate and Continuing 
Education, Part-Time and Temporary Appointments 
Part-time and temporary appointments and appointments to 
Graduate and Continuing Education programs shall follow 
existin9 affirmative action hiring practices and applicable 
collect~ve bargaining agreements. 
Salary and Benefits 
Salaries and benefits shall be fixed and all other terms and 
conditions of employment shall be granted without 
discrimination on the basis or race, creed, religion, color, 
gender, sexual orientation, age, disability, veteran status, 
marital status or national origin. 
Institutional complaint Procedures 
The Massachusetts State Colleges have established specific 
internal complaint ~rocedures to help resolve claims and 
complaints of discr~mination on the campus. The Colleges' 
Discrimination Complaint Procedures will serve as a system of 
review and resolution for both informal claims and formal 
complaints of discrimination in hiring and employment. Any 
member of the College Community or any ap~licant for 
emplo~ent who believes sjhe has been a v~ctim of 
discr1mination in hiring or employment may initiate an 
informal claim or formal complaint as outlined in the 
College's Discrimination Complaint Procedures. Further 
advice or information may be obtained b¥ contacting the 
Director of Affirmative Action/Affirmat~ve Action Officer. 
HECC SUBMISSION 
Each College shall submit its hiring procedures to the 
Affirmative Action Officer of the Higher Education 
Coordinating Council within one hundred and twentr (120) days 
of the effective date of this Plan. This submiss~on will 
become a part of the individual College Affirmative Action 1 
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Equal Opportunit¥ 1 Diversity Plan and will, with the 
entirety of the ~ndividual Plan, be published with the 
Massachusetts state College Affirmative Action 1 Equal 
Opportunity 1 Diversity Plan as a single document following 
approval by the Board of Trustees of each College and by the 
Higher Education Coordinating Council • 
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XX. POLICY AGAINST SEXUAL HARASSMENT 
Introduction 
The Massachusetts State Colleges prohibit any member of the 
College Community, male or female, from sexually harassing 
another emploree, student or other person having dealings 
with the inst1tution. The Colleges are committed to 
providing a working, living and learning environment that is 
free from all forms of sexually abusive, harassing or 
coercive conduct. This policy seeks to protect the rights of 
all members of the College Community (faculty, librarians, 
administrators, staff and students) and other persons having 
dealings with the institutions, to be treated with respect 
and dignity. 
Sexual harassment is a form of behavior which fundamentally 
undermines the integrity of academic and employment 
relationships. It is of particular concern within 
educational institutions where all members of the community, 
including students, faculty, librarians, staff and 
administrators, are connected by strong bonds of intellectual 
interdependence and trust. Both the Federal Courts and the 
Equal Employment Opportunity Commission have ruled that 
sexual harassment constitutes sex discrimination as defined 
under Title VII of the Civil Rights Act of 1964. Sexual 
Harassment has also been judged to be ~rohibited sex 
discrimination under Title IX of the H1gher Education 
Amendments of 1972 as amended, and under Chapters 151B and 
151C of the Massachusetts General Laws. 
The Massachusetts State Colleges, in response to the issue of 
sexual harassment, provide the following definition which 
applies to any individual of either sex who participates in 
the College Community as a student, faculty member, 
librarian, administrator, staff member or other person having 
dealings with the institution. 
Definition 
Sexual harassment consists of unwelcome verbal, non-verbal 
andjor physical behavior of a sexual nature which has the 
effect of interfering with a person's academic, employment or 
other status, or of creating a sexually intimidating, hostile 
or offensive environment. sexual harassment incidents can 
involve a male harasser and a female victim, a female 
harasser and a male victim, and also same gender harassment. 
Unwelcome sexual advances, requests for sexual favors and 
other verbal or physical conduct of a sexual nature 
constitute sexual harassment when: 
1 • submission to such conduct is made either explicitly 
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or implicitly a term or condition of an individual's 
employment or education; 
2. submission to, or rejection of, such conduct by an 
individual is used as a basis for academic or 
employment decisions affecting that individual; 
3. such conduct has the purpose or effect of 
substantially interfering with an individual's 
academic or professional performance or creating a 
sexually intimidating, hostile or offensive 
employment, educational or living environment. 
Examples of sexual harassment may include, but are not 
limited to: 
verbal harassment or abuse, 
subtle pressure for sexual activity, 
sexual remarks about an individual's or group's 
clothing, body or sexual activities, 
unnecessary touching, patting or pinching, 
demands for sexual favors accompanied by implied or 
overt threats or offers concerning one's job, grades, 
letter of recommendation, etc., 
physical sexual assault. 
Consensual Relationships 
Under this Policy of the Massachusetts State Colleges, 
consenting romantic and sexual relationships between faculty 
and student, librarian and student, administrator and 
student, classified staff member and student or supervisor 
and employee are deemed unprofessional. Because such 
relationshi~s interfere with or impair required professional 
responsibil~ties and relationships, they are looked upon with 
disfavor and are strongly discouraged under this Policy. 
Codes of Ethics for most professional associations forbid 
professional-client sexual relationships. In this context 
and for purposes of this Policy, the professor-student 
relationship is properly regarded as one of professional 
and client. The respect and trust accorded a professor bf a 
student, as well as the power exercised by the professor 1n 
giving praise or blame, grades, recommendations for further 
study and employment, and other benefits or opportunities 
diminish the student's actual freedom of choice such that 
relationshi~s thought to be consensual may in fact be the 
product of ~mplicit coercion. Many elements of the 
administrator-student, librarian-student, classified staff 
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member-student and the supervisor-employee relationship are 
similar to those of the professor-student relationship 
because of a similar imbalance of power and a similar need 
for trust. Por purposes of this Policy, therefore, these 
relationships are also discouraqed and looked upon with 
disfavor. 
Faculty, librarians, administrators, classified staff members 
and supervisors are warned against the dangers of a~parently 
consensual relationships. A faculty member, librar1an, 
administrator, or classified staff member who enters into a 
romantic or sexual relationship with a student, or a 
supervisor who enters into such a relationship with an 
employee, where a power differential exists, must realize 
that, if a charge of sexual harassment is subsequently 
lod9ed, it will be exceedingly difficult to disprove the 
cla1m on the grounds of mutual consent. Because that is so, 
it should be understood that relationships of this kind pose 
serious professional risks to any who enter into them. 
Institutional Measures to confront sexual Harassment 
Whenever it has been properly determined that sexual 
harassment has occurred, the College will take prompt and 
corrective action including appropriate disciplinary action. 
In determining whether the alleged conduct constitutes sexual 
harassment, the College will look at the entire record and 
the circumstances, such as the nature of the sexual conduct 
and the context in which the alleged incidents occurred and 
will make a decision on a case-by-case basis. The Colle9es 
are committed to promoting, to the greatest degree poss1ble, 
an environment free from sexual harassment. To this end, the 
Colleges will take the following steps: 
1. Distribute annually the policy statement against 
sexual harassment to all segments of the College 
community. 
2. Conduct educational programs for the College 
community regarding the causes, character and 
consequences of sexual harassment as well as the 
steps available to stop such practices on the 
campus. 
Institutional complaint Procedures 
The Massachusetts State Colleges have established specific 
internal complaint procedures to help resolve claims and 
complaints of discrimination on the campus. The Colleges' 
Discrimination Complaint Procedures will serve as a system of 
review and resolution for both informal claims and formal 
complaints of sexual harassment. Any member of the College 
Community who believes sjhe has been a victim of sexual 
harassment may initiate the informal claim or formal 
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complaint procedures as outlined in the College's 
Discrimination Complaint Procedures. Further information or 
advice may be obtained by contacting the Director of 
Affirmative Action/Affirmative Action Officer • 
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X. POLXCY AGAINST GENDER AND SEXUAL ORIENTATION 
DISCRIMINATION 
The Massachusetts State Colleges, in recognition of their 
role to educate the leaders of tomorrow's world, are 
committed to providing a working, living and learning 
environment which utilizes the resources of all members of 
the College community and develops the talents of all of its 
students without regard to gender or sexual orientation. Any 
condition which interferes with the development of talents 
by causing discrimination based on gender or sexual 
orientation constitutes a destructive force within the 
College Community. 
The Massachusetts State Colleges hereby prohibit all forms 
of discrimination on the basis of gender or sexual 
orientation. This prohibition bars all acts, including acts 
of omission, that have the effect of denying to any person 
equality of right, entitlement, benefit or opportunity by 
reason of such person's gender or sexual orientation. all 
forms of verbal harassment or abuse based on gender or sexual 
orientation, and all actions or omissions which deny or have 
the effect of denying any person her/his rights to equality 
or opportunity because of her/his gender or sexual 
orientation. This prohibition encompasses harassment by 
personal vilification within the meaning of Section II (pg.5) 
of this Plan whenever such harassment is based on a person's 
gender or sexual orientation. 
For purposes of this Plan, sexual orientation does not 
include any sexual orientation that involves minor children 
as the sex object. 
Examples of discrimination on the basis of a person's 
gender or sexual orientation, all of which are prohibited by 
this policy, include, but are not limited to: 
1. 
2. 
3. 
4. 
Differences in salaries (or other benefits) that 
are paid to one or more men and one or more women 
if the differences are not based on a bona fide 
occupational qualification. 
Excludin9 members of one gender or sexual 
orientat1on from a category of positions or from a 
department or division. 
Classifying a position or positions as being 
suitable only for persons of one gender or of one 
particular sexual orientation. 
Restricting the number of persons of one ~ender or 
sexual orientation in a category of posit~ons or in 
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a department or division. 
5. Waiving required position qualifications for one 
gender or sexual orientation but not for another. 
6. Developing position descri~tions or qualifications 
which, without lawful just~fication, are so 
specific as to have a disparate exclusionary impact 
on one gender or sexual orientation. 
7. Using information on marital or parental status for 
employment decisions where the use of such 
information has a disparate impact on persons of 
one gender or sexual orientation. 
8. Singling out or ignoring one group of students 
because of their gender or sexual orientation. 
9. Advising students of similar interests and 
background differently because of their gender or 
sexual orientation. 
10. Treating or causing others to treat persons of one 
gender or sexual orientation differently from 
persons of the other gender or another sexual 
orientation because of assumptions about or 
stereotypes of the intellectual ability, interests 
or aptitudes of persons of a particular gender or 
sexual orientation. 
11. Diverting a discussion of a student's work toward a 
discussion of her/his physical attributes or 
appearance (this will typically constitute sexual 
harassment, which is one kind of discrimination on 
the basis of gender). 
12. Harassing or abusing, or encouraging others to 
harass or abuse, a person or group of persons 
because of their gender or sexual orientation, 
whenever such harassment or abuse constitutes 
harassment by personal vilification within the 
meaning of Section II (pq.S) of this Plan. 
In order to promote an atmosphere in which diversit¥ is 
valued and the worth of individuals is recognized w~thout 
regard to their 9ender or sexual orientation, and in order as 
well to combat d~scrimination on the basis of gender and 
sexual orientation, the Colleges will take the following 
actions: 
1. Distribute annually a policy statement on gender and 
sexual orientation discrimination to all segments of 
the College Community • 
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2. Conduct educational programs for the College 
Community on the causes and nature of such 
discrimination. 
Institutional complaint Procedures 
The Massachusetts State Colleges have established specific 
internal complaint ~rocedures to help resolve claims and 
complaints of discr1mination on the campus. The Colleges' 
Discrimination Com~laint Procedures will serve as a system of 
review and resolut1on for both informal claims and formal 
complaints of gender and sexual orientation discrimination. 
Any member of the College Community who believes sjhe has 
been a victim of 9ender or sexual orientation discrimination 
may initiate the 1nformal claim or formal com~laint 
procedures as outlined in the College's Discr1mination 
Complaint Procedures. Further information or advice may be 
obtained by contacting the Director of Affirmative 
Action/Affirmative Action Officer • 
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XI. POLICY AGAINST DISCRIMINATION BASED ON RACE, 
RELIGION, AND NATIONAL OR ETHNIC ORIGIN 
The Massachusetts State Colleges historically have been a 
major contributing element to the emergence of our nation as 
one of the most technologically and economically advanced 
societies of the world. The important role which the 
Massachusetts State Colleges can play is profoundly dependent 
upon the extent to which they may draw from the full 
collective of intellectual resources within each college's 
community of scholars, students, administrators, librarians 
and staff. Any condition or force which impedes the fullest 
utilization of the human and intellectual resources available 
represents a force of destructive consequence for the 
development of our Commonwealth and, ultimately our nation. 
The role of the Massachusetts State Colleges is to educate, 
train and prepare our students to live and work in our 
increasingly global and diverse world. It is the commitment 
of the Colleges to take all possible steps to provide an 
inclusive and diverse learning, living and working 
environment which values diversity and cultural tolerance and 
looks with disfavor on intolerance and bigotry • 
The Massachusetts State Colleges hereby ~rohibit all forms of 
4iscrimination based on race, color, rel1qion and national or 
ethnic oriqin within the nine college communities. 
The policy proscribes all conditions and all actions or 
omissions including all acts of harassment by personal 
vilification as defined in Section II (pg. 5) of this Plan, 
which deny or have the effect of denying to any her/his 
rights to equality and security on the basis of herjhis race, 
color, ethnicit¥, culture or reli9ion. The policy reaffirms 
the values of c1vility, appreciat1on for racial/ ethnic 1 
cultural 1 religious ~luralism and the pre-eminence of 
individual human dign1ty as preconditions to the achievement 
of an academic community which recognizes and utilizes the 
resources of all persons. 
The Massachusetts State Colleges will vigorously strive to 
achieve diversity in race, ethnicity, culture and religion 
sufficiently reflective of our society to give our students 
an appreciation of and the ability to relate in our 
increasingly global and diverse world. Discrimination based 
on race, color, reli9ion and ethnic or national origin in any 
form, individual or 1nstitutional, constitutes an egregious 
offense against the tenets of human dignity and the accords 
of civility espoused by the state colleges. Such 
discrimination undermines the establishment of an academic 
and social environment of genuine cultural, racial, ethnic 
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and religious pluralism. 
The Massachusetts State Colleges bear a responsibility by 
law and an obligation by social morality to eradicate racial, 
ethnic and religious discrimination as we strive to promote 
an atmosphere of acceptance with dignity for all individuals 
and groups within our system of public higher education. The 
Massachusetts State Colle9es commit themselves to 
establishing and maintain1ng a system of learning which 
genuinely appreciates the social and academic value of a 
pluralistic educational community and fervent!¥ combats all 
behavior which constitutes illegal discriminat1on. 
Examples of discrimination on the basis of race, color, 
reli9ion or national or ethnic origin, all of which are 
proh1bited by this policy, include but are not limited to the 
following: 
1. Differences in the terms, conditions and 
privileges of employment (including hirin9, 
promotion, salary, salary increases, disc1pline, 
granting of tenure, selection for awards, etc.) 
based on race, religion or national origin. 
2. 
3. 
4. 
5. 
6. 
7. 
8. 
Excluding or limiting members of one or more 
racial, ethnic or religious groups from a category 
of positions or from a department or division • 
Classifying a position or positions as being 
unsuitable for persons of certain races, ethnic 
origins or religions. 
Waiving required position qualifications for one 
race, religion or ethnic origin but not for 
another. 
Developing position descri~tions or qualifications 
which, without lawful just1fication, are so 
specific as to have a disparate exclusionary im~act 
on persons of one race, religion or ethnic orig1n. 
Singling out or ignoring one group of students 
because of their race, ethnic background or 
religion. 
Advising students of similar interests and 
backgrounds differently because of their race, 
religion or national origin. 
Treating or causing others to treat persons of one 
race, reli9ion or ethnic origin differently because 
of assumpt1ons about or stereotypes of the 
intellectual ability, interests or aptitudes of 
persons of a particular race, ethnic origin or 
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religion. 
9. Harassing or abusing, or encouraging others to 
harass or abuse, a person or group of persons 
because of their race, ethnic origin or religion, 
whenever such harassment or abuse constitutes 
harassment by personal vilification within the 
meaning of Section II (pg.5) of this Plan. 
Institutional complaint Procedures 
The Massachusetts State Colleges have established specific 
internal complaint ~rocedures to help resolve claims and 
complaints of discr1mination on the campus. The Colleges' 
Discrimination Com~laint Procedures will serve as a system of 
review and resolut1on for both informal claims and formal 
complaints of racial, ethnic and religious discrimination. 
Any member of the College Community who believes sjhe has 
been a victim of racial, ethnic or religious discrimination 
may initiate the informal claim or formal com~laint 
procedures as outlined in the College's Discr1mination 
Complaint Procedures. Further information or advice may be 
obtained bf contacting the Director of Affirmative 
Action/Aff1rmative Action Officer. 
BECC SUBMISSION 
The Massachusetts State Colle9es will develop individual 
college policies consistent w1th this Policy Against 
Discrimination Based or Race, Religion and National and 
Ethnic Origin and work toward achieving and nurturing an 
environment of ~luralism with human dignity ensured for all. 
Such a policy w1ll be developed in accordance with the 
Guidelines for campus Policies Against Discrimination Based 
of Race, Religion and National or Ethnic Origin and will be 
submitted to the Affirmative Action Officer at the Higher 
Education Coordinating Council within one hundred and twenty 
(120) days of the effective date of this Plan • 
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GUIDELINES FOR CAMPUS POLICIES AGAINST RACISM 
The Massachusetts state Colleges have promulgated a policy 
prohibiting discrimination based on race, religion and 
national or ethnic origin and affirmin9 their collective 
commitment to a diverse learning and l~ving environment where 
intolerance and bigotry are looked upon with disfavor. With 
this ~olicy, the Massachusetts state Colleges call upon the 
indiv~dual colle~es to develop environments which embrace the 
accords of civil~ty and human dignity as preconditions to the 
establishment of a community which achieves optimum 
utilization of its human and intellectual resources. 
These Guidelines are established in order to provide guidance 
to the Colleges in their efforts to develop and implement a 
policy consistent with the Massachusetts State College 
policy. The Guidelines consist of two components: 
1. Required Elements, 
2. Suggested Activities. 
Required Elements 
All College policies against discrimination based on race, 
religion, and national or ethnic origin must contain certain 
elements before being granted approval by the Higher 
Education Coordinating Council. These required elements 
include: 
1. A firm, une9Uivocal statement condemning 
discriminat~on based on race, religion and national 
or ethnic origin and embracing multicultural 1 
multiracial pluralism. 
2. Procedures for the periodic wide dissemination and 
publicity of the written policy. 
3. A program of educational activities designed to 
enlighten faculty, librarians, administrators, staff 
and students with regard to: 
- developing an appreciation for diversity and 
pluralism; 
developin9 greater awareness of the multiple ways 
in which rac1al, ethnic, religious or cultural 
insensitivity and hostility may be manifested; 
understanding ways in which the dominant society 
manifests and perpetuates racism; and 
learning ways in which to prevent and combat 
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racial, religious and ethnic insensitivity and 
intolerance. 
4. Determination of strategies and efforts to be 
undertaken for the purpose of institutional analysis 
to reveal institutional factors which give rise to 
racism, cultural, ethnic and religious intolerance, 
insensitivity and discriminatory effects. Remedial 
actions will be developed for all revealed 
institutional factors. 
5. Incorporation of the spirit of this policy into the 
official campus code of conduct for students. 
6. Specific procedures for recording re~orted incidents 
of racial, cultural, ethnic or relig~ous harassment 
or violence, events and related confrontations. 
Biennial reports on these incidents will be 
submitted to the Higher Education Coordinating 
Council. Confidentiality will be afforded any 
reporting individual wishing to remain anonymous but 
will be offered only insofar as it does not violate 
the rights of respondents or charged parties. 
suggested Activities 
Each College must determine the specific programs and 
activities it will carry out in the process of implementing 
the policy objectives. These activities should include those 
which would address issues of deterrence and sanctions for 
illegal behavior, education, institutional analysis, 
monitoring, resource development and counseling. What 
follows below represents many su9gested activities which the 
colleges might consider undertak~ng in addition to those 
required above. This list is not intended to represent an 
exhaustive set of activities. 
- Develop approaches to incorporate racial and cultural 
sensitivity training as a component of staff and 
faculty development efforts. 
- Apprise incoming students of the policy and expected 
standards of behavior during orientation sessions. 
- Include a copy of the policy with all letters of 
acceptance sent to students. 
- Incorporate information on the policy during all 
recruitment efforts. This activity helps to make a 
college more attractive to students interested in a 
safe environment. 
- Encourage and support research and scholarly activity 
which examines cultural diversity, racism and 
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strategies for combatting racism. 
- Develop residential unit programs for ~romotin~ living 
and learning environments that foster ~nterrac~al and 
intercultural awareness and sensitivity. Films, 
speakers, workshops and forums within the dormitories 
help facilitate this promotion. 
Develop mechanisms to assist the institution in 
monitoring the racial climate at the college and 
identify areas needing remedial attention • 
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XII. POLICY AGAINST AGB DISCRIMINATION 
In reco9nition of the current problems which exist in society 
todaf w1th respect to discrimination against persons over 40, 
and 1n accordance with federal and state law, the 
Massachusetts State Colleges adopt a policy prohibiting 
discrimination based on age in the working, living and 
learning environment of our college campuses. 
This polic¥ specifically ~rohibits the use of age as a factor 
where proh1bited by law, 1n decisions affecting the 
employment or educational status of a member of the College 
Community or an applicant for admission or employment. 
Some examples of age discrimination which are s~ecifically 
prohibited b¥ this policy are listed below. Th1s list, 
however, is 1llustrative and not exhaustive. 
Stereotyping older persons in such a way as to treat 
or cause others to treat them differently from 
younger persons. 
Structuring jobs or creating functional job titles 
which imply that they are jobs for younger persons (i.e. Jr. Accountant, etc.) 
Excluding persons over the age of forty from a 
category of jobs or from certain departments or 
divisions based on their age rather than on their 
ability to perform the job. 
Advising students of similar interests differently 
because of their age. 
Singling out or ignoring a group of students or 
employees because of their age. 
Harassing or abusing, or causing others to harass or 
abuse, a person or group of persons because of their 
age where such harassment or abuse constitutes 
harassment because of personal vilification as 
defined in Section II (pg. 5) of this Plan. 
Failing or refusing to hire or promote a person 
because of age. 
Znstitutional complaint Procedures 
The Massachusetts state Colleges have established specific 
internal complaint procedures to help resolve claims and 
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complaints of discrimination on the campus. The Colleges' 
Discrimination Complaint Procedures will serve as a system of 
review and resolution for both informal claims and formal 
complaints of age discrimination. Any member of the College 
Community who believes sjhe has been a victim of age 
discrimination may initiate the informal claim or formal 
complaint procedures as outlined in the College's 
Discrimination Comvlaint Procedures. Further information or 
advice may be obta1ned by contacting the Director of 
Affirmative Action/Affirmative Action Officer. 
HECC SUBMISSION 
The Massachusetts State Colle~es will develop individual 
colle9e policies consistent w1th this policy condemning 
age d1scrimination. such a policy will be submitted to the 
Affirmative Action Officer at the Higher Education 
Coordinating Council within one hundred and twenty (120) days 
of the effective date of this Plan • 
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XIIX. POLICY OH NON-DISCRXMINATION AND ACCOMMODATION FOR 
PERSONS WITH DISABILITIES 
The Massachusetts State Colleges recognize the multitude of 
barriers which confront persons with disabilities in access 
to both employment and education. Consistent with state and 
federal statutes which affirm and protect the equal 
opportunity rights of otherwise qualified persons with 
disabilities, the Massachusetts State Colleges adopt a policy 
of non-discrimination and equal opportunity for otherwise 
qualified persons with disabilities. In all matters of 
employment and education such persons will receive full and 
fair treatment. 
Employment of Persons with Disabilities 
1. The Massachusetts state Colleges will examine all 
existing employment policies, practices and 
facilities to assure that they do not disparately 
treat or impact otherwise qualified persons with 
disabilities. Where such disparity is found, it 
will be corrected as quickly and completely as is 
reasonable under existing financial constraints. 
2. The Massachusetts State Colle9es will make every 
effort to employ and advance 1n employment otherwise 
qualified persons with disabilities. This requires 
constructive, pro-active measures to advocate for 
equal opportunity in all areas of employment 
including recruitment, selection, upgrading, 
training, compensation, benefits and all other terms 
and conditions of employment. Such measures shall 
include, but not be limited to, vigorous 
identification of competitive persons with 
disabilities for selection, promotion and training. 
3. In accordance with law, the Massachusetts state 
Colleges will afford reasonable accommodations to 
any otherwise qualified employee with a disability 
to enable the employee to perform the essential 
functions of the job. Reasonable accommodations 
will also be afforded to applicants for employment 
who have a disability to enable them to adequately 
pursue a candidacy for any available position. 
Education of Persons with Disabilities 
1. The Massachusetts State Colleges will examine 
all existing admissions, student support and other 
student life policies, practices and facilities to 
assure that they do not disparately treat or impact 
otherwise qualified disabled persons. Where such 
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disparity is found, it will be corrected as quickly 
and completely as is reasonable under existing 
financial constraints. 
2. The Massachusetts State Colleges adopt a ~olicy of 
non-discrimination with respect to admiss~ons, 
access to programs and facilities and services and 
freedom from unlawful acts of humiliation and 
harassment for all otherwise qualified disabled 
persons. 
3. In accordance with law, the Massachusetts State 
Colleges will provide necessary reasonable 
accommodations (including support services) to 
otherwise qualified students with disabilities to 
assure equal access to programs, facilities and 
services. 
Institutional complaint Procedures 
The Massachusetts State Colleges have established specific 
internal complaint ~rocedures to help resolve claims and 
complaints of discr~mination on the campus. The Colleges' 
Discrimination Com~laint Procedures will serve as a system of 
review and resolut1on for both informal claims and formal 
complaints of discrimination because of disability. Any 
member of the College Community who believes that sjhe has 
been a victim of discrimination because of disability may 
initiate the informal claim or formal complaint procedures as 
outlined in the Colle9e's Discrimination Complaint 
Procedures. Further ~nformation or advice may be obtained by 
contacting the College Director of Affirmative 
Action/Affirmative Action Officer. 
BBCC SUBMISSION 
Since each campus is currently required to do a self-study in 
response to the Americans with Disabilities Act, that self-
study is the document which will be submitted to the Higher 
Education Coordinating Committee within one hundred and 
twenty {120) days of the effective date of this Plan. such 
submission (or a synopsis thereof) will become a part of the 
individual college Affirmative Action I Equal Opportunity 1 
Diversity Plan and will, with the entirety of the individual 
plan, be published with the Massachusetts State College 
Affirmative Action 1 E9Ual Opportunity 1 Diversity Plan as a 
single document follow1ng approval by the Board of Trustees 
of each College and by the Higher Education Coordinating 
Council • 
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XIV. POLICY ON AIDS 
Prohibition Against Discrimination 
Persons suffering from AIDS or AIDS Related Complex are 
persons with disabilities for ~urposes of those ~revisions of 
law which prohibit discriminat1on against otherw1se qualified 
disabled persons. such discrimination is therefore 
prohibited by this ~olicy in accordance with Section XIII, 
Policy on Non-Discr1mination and Accommodation for Disabled 
Persons. 
Xntroduction 
Increasing public awareness and concern over Acquired Immune 
Deficiency Syndrome (AIDS) and a commitment to fair, 
equitable, compassionate and dignified treatment of all 
members of the various college communities have prompted the 
Massachusetts state Colleges to agree to the necessity of 
individual institutional policies with respect to persons 
infected with AIDS or AIDS-related conditions, as a part of 
the State Colleges Affirmative Action 1 Equal Opportunity 1 
Diversity Plan. 
It is essential that each institution deal with the potential 
medical, ethical, and legal issues related to an occurrence 
of the disease within the College Community. Because there 
presently is no specific cure for AIDS, the most important 
goal for the Colleges is to increase awareness and provide 
education to prevent further spread of the disease. The most 
effective means of addressing these issues at present is to 
assure that persons with AIDS are not discriminated against, 
to educate students and employees about AIDS and to develop 
reasonable policies, precautions and procedures. 
Policy Development 
To this end, each College will develop a policy which 
includes the following elements: 
1. Establishment of an AIDS Policy and Programming 
committee or Task Force. 
Function: It shall be the function of this group to 
advise the President and other appropriate 
administrators on AIDS policy development and 
educational programming. 
composition: This group shall be composed of 
representatives of various campus constituencies 
including students, unions, academic and student life 
administrators, health professionals, Personnel 
38 
• 
• 
• 
Directors, Affirmative Action Officers, etc. 
2. Provision for periodic review and adjustment of Policy. 
3. Guidelines for dealing with problems presented by 
students, employees and other members of the College 
Community who have, or could transmit, AIDS or AIDS 
related conditions. 
4. Specific educational programs. 
Institutional complaint Procedures 
The Massachusetts State Colleges have established specific 
internal complaint ~rocedures to help resolve claims and 
complaints of discr~mination on the campus. The Colleges' 
Discrimination Complaint Procedures will serve as a system of 
review and resolution for both informal claims and formal 
complaints of discrimination because of disability. Any 
member of the College Community who believes that sjhe has 
been a victim of discrimination because of disability may 
initiate the informal claim or formal complaint procedures as 
outlined in the Colle9e's Discrimination Complaint 
Procedures. Further 1nformation or advice may be obtained by 
contacting the College Director of Affirmative 
Action/Affirmative Action Officer or 504/ADA Coordinator . 
HBCC SUBMISSION 
Since each campus is currently required to do a self-study in 
response to the Americans with Disabilities Act, that self-
study is the document which will be submitted to the Higher 
Education Coordinating Committee within one hundred and 
twenty (120) days of the effective date of this Plan. such 
submission (or a synopsis thereof) and a copy of each 
College's Policy On AIDS will become a part of the individual 
college Affirmative Action I Equal Opportunit¥ 1 Diversity 
Plan and will, with the entirety of the indiv1dual plan, be 
published with the Massachusetts State College Affirmative 
Action 1 Equal Opportunity 1 Diversity Plan as a single 
document following approval by the Board of Trustees of each 
College and by the Higher Education Coordinating Council . 
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XV. DISCRIMINATION COMPLAINT PROCEDURES 
A. INTRODUCTION 
It is the policy of the Massachusetts State Colleges to 
provide each student, employee and other person having 
dealings with the institutions an atmosphere free from 
discrimination, harassment, retaliation and reprisal. It is 
the purpose of these ~rocedures to address such issues and to 
resolve them as exped~tiously and at the lowest level 
possible. Resolution through a9reement of the parties and 
the Affirmative Action Officer 1s available at any time. 
A person who believes that sjhe has been discriminated 
against on the basis of race, color, religion, national 
origin, gender, sexual orientation, age, disability, marital 
or veteran status may: 
1. File an informal claim either permitting or not 
permitting the use of her/his name, in an effort to 
resolve the matter. 
2. File a formal complaint either with or without first 
filing an informal claim • 
3. Proceed from an informal claim to a formal 
complaint. 
4. If provided for by law, file a charge directly with 
the local, state or federal agency having 
appropriate jurisdiction. 
Information and assistance on any of these options are 
available from the Director of Affirmative Action/Affirmative 
Action Officer. 
A person or office charged with discrimination, or a ~erson 
who has knowledge about incidents surrounding allegat1ons, 
must res~ond promptly and completelr to all requests for 
informat1on deemed relevant to the 1nvestigation of the claim 
;complaint which are initiated by the Director of Affirmative 
Action/Affirmative Action Officer, the Chief Administrative 
Officer or the President. Such information may include, but 
is not limited to, requests for position, rationale for 
actions, documents and the opportunity to interview persons 
having knowledge pertaining to the claim/complaint. 
B. APPLICATION 
The following complaint procedure may be utilized by any 
person, including any College employee, student, applicant 
for employment or admission, or other person having dealings 
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with the institution, who believes sjhe has been 
discriminated against by the College, by an employee of the 
College, by a student of the College or by other persons 
having dealings with the institution, on the basis of race, 
creed, gender, sexual orientation, color, national origin, 
religion, age, disability, marital or veteran status or by a 
person who believes sjhe has been the victim of retaliation 
as defined in Section G of these procedures. These 
procedures shall also apply to all complaints of sexual and 
racial harassment, both of which are unlawful discrimination. 
These complaint procedures may be used to address alleged 
discriminatory acts which violate the requirements of 
Executive Order 11246 as amended by 11375; Titles VI and VII 
of the Civil Rights Act of 1964 as amended; the Civil Rights 
Restoration Act of 1988: the civil Rights Act of 1991; the 
A~e Discrimination in Employment Act: the Equal Pay Act: 
T1tle IX of the Higher Education Amendments of 1972: the 
Rehabilitation Act of 1973; the Americans With Disabilities 
Act: and pertinent Laws, Regulations and Executive Directives 
of the Commonwealth of Massachusetts, including policies and 
requlato~ procedures set forth by the Higher Education 
coordinat1ng Council or the Boards of Trustees of the 
Massachusetts State Colleges, and other applicable local, 
state and federal policies, regulations or statutes. 
It is the intent of the administration of each of the 
Colle9es to actively respond to all claims/complaints of 
discr1mination with the hope that it can fully, quickly and 
adequately resolve them internally. Each College also 
recognizes the right of all complainants to file charges of 
unlawful discrimination with the appropriate federal, state 
or local a9ency with ~ without first pursuing a resolution 
of the cla1mjcomplaint through the College's Discrimination 
Complaint Procedures. These agencies include: 
u.s. Office of Education/Office for Civil Rights 
Rm 222, McCormack Post Office and Court House Bldg. 
Boston, MA 02109 
u.s. Equal Employment Opportunity Commission 
1 Congress St., lOth Floor 
Boston, MA 02114 
Massachusetts Commission Against Discrimination 
One Ashburton Place 
Boston, MA 02108 
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C. INITIATING THE COMPLAINT PROCEDURES 
1. Time Limits 
D. 
These procedures for the resolution of claims/complaints 
of discrimination are desi9ned to promote their speedy 
resolution. Because this 1s so, the various steps 
contain time limits that are measured in "working days". 
For purposes of these procedures, the definition of the 
term "working days" shall be days when the 
administrative offices of the College are regularly open 
for business. Holidays, weekends, snow days and days 
when the College is closed for any other reason shall 
not be counted. In makin9 a determination concerning 
the extension of time lim1ts under these procedures, 
Officers/Coordinators, Chief Administrative Officers and 
the President shall apply a standard of reasonableness, 
having regard, when appropriate, to academic recesses 
and semester breaks. 
2. Acceptance of Claims/Complaints 
The receipt of the claim/complaint and/or written 
acknowledgment of receipt by the Director of Affirmative 
Action/Affirmative Action Officer/appropriate 
coordinator shall not be deemed to be an admission of 
any violation of law or policy by any of the named 
parties or by the institution. 
INFORMAL PROCEDURES 
1. Preliminary steps 
Prior to the filing of a claim/complaint, an individual 
may: 
a. Seek advice and counsel. 
b. Seek investigation and informal resolution by: 
1. The 504/ADA Coordinator (claims of disability 
discrimination) 
2. The Title IX Coordinator (student claims of 
gender discrimination) 
3. The Director of Affirmative Action 1 Affirmative 
Action Officer (claims of discrimination on the 
basis of race, creed, gender, sexual 
orientation, color, national origin, religion, 
age, disability, marital status, veteran status 
or retaliation) 
The Title IX and/or the 504/ADA Coordinator shall notify 
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the Affirmative Action Officer of all such contacts and 
of any claims/complaints issuing therefrom. 
2. Initiating gn Informal Claim 
A person wishing to use these procedures should request 
a meeting with the appropriate Coordinator/Officer 
within a reasonable time period. Because it is 
beneficial to all parties to resolve claims promptly, 
they should ordinarily be brought to the attention of 
the appropriate Coordinator/Officer within thirty (30) 
days following the occurrence of the events that are 
thought to constitute discrimination. In individual 
cases, circumstances may make that difficult or 
impractical. Whenever a claim has been initiated more 
than thirty (30) da¥s following the occurrence of such 
events, the appropr1ate Coordinator/Officer will 
determine whether the claim has been initiated during a 
reasonable period of time. 
Whenever a claim of discrimination is brought to the 
attention of the Coordinator/Officer, sjhe will provide 
assistance in: 
a. Explaining the avenues of recourse which are 
available • 
b. Providing information about the applicable 
federal and state laws and regulations. 
c. Informing the complainant of the right to file 
charges with the appropriate local, state or 
federal agency and the need to meet applicable time 
requirements for such filing. 
d. Communicating information regarding the nature 
of the formal complaint process. 
e. Determining whether formal procedures are 
applicable. 
f. Properly completing the Discrimination 
Complaint Form. 
g. Informally investigating and/or resolving the 
claims. 
A person wishing to use the Informal Procedures may 
authorize the Director/Coordinator/Officer to disclose 
her/his identity to the person/persons concerned. If 
such disclosure is authorized, it must be put in writing 
and signed by the person making the claim. If the 
claimant does not wish disclosure, the claim is subject 
to the provisions outlined in D.J below • 
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3. Investigating Informal Claims 
Under the Informal Procedure, the Director 1 Coordinator 1 Officer may initiate interaction with other 
individuals regarding the claims, for the purpose of 
investigation or resolution, but shall do so without 
revealing the name of the person making the claim if 
sjhe has not received written authorization to release 
it. In such cases care must be taken to keep the 
discussion sufficiently broad to protect the 
complainant's identity. 
Complainants 1 potential com~lainants must be advised of 
the difficulty both in pursu1ng allegations while 
protectin9 the identity of the complainant, and in 
securin9 ~ndividual remedy in such circumstances. After 
discuss1on with the complainant, it shall be the 
determination of the Director I Coordinator 1 Officer as 
to whether andjor how it is practicable to proceed. 
The Director I Coordinator I Officer must also take care 
in such cases to protect the accused from inappropriate 
disclosure of any pending claim. 
Whether or not the complainant has authorized the 
release of her/his name, the Director 1 Coordinator 1 
Officer, if sjhe has decided it is practicable to 
proceed, will meet as soon as possible with each 
appropriate party, in an attempt to secure a prompt and 
equitable resolution of the claim. The Director 1 
Coordinator 1 Officer shall maintain a confidential 
record of all such proceedings. 
If a proposed resolution is not acceptable to the 
complainant, sjhe may: 
a. Continue to seek investigation 1 resolution 
through the Informal Procedures. 
b. Proceed to initiate a formal complaint. 
c. Elect to file with the appropriate state or 
federal agency. 
d. Drop the matter entirely. 
The Informal Procedures shall normally be completed 
within fifteen (15) working days of the initial meeting 
unless it is impracticable to do so. Any individual may 
elect to use formal proceedings in lieu of the Informal 
Procedures. 
B. FORMAL COMPLAINT PROCEDURES 
The Formal Complaint Procedures are provided to allow 
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employees, students, and persons having dealings with the 
institution an avenue to address complaints of 
discrimination. The three steps are provided to allow for 
adequate appeal ri9hts of the parties. However, resolution 
of a formal compla1nt is possible at any step of the 
procedure through the written agreement of the Parties and 
the Affirmative Action Officer. 
If either the Affirmative Action Officer, the Chief 
Administrative Officer or the President feels that s/he is 
unable to make an objective judgment when a complaint filed 
under these procedures comes before her/him, then sjhe will 
so advise the Parties and the other two institutional 
officers and will appoint a designee to serve as a 
replacement. 
1. STEP X - AFFIRMATIVE ACTION OFFICER 
The complainant will file a Discrimination Complaint 
Form, accompanied by any pertinent supporting 
documentation, with the Affirmative Action Officer. 
A complaint shall normally be filed within forty (40) 
working days from the date upon which the complainant 
had knowledge or should have had knowledge of the 
alleged discriminatory act, or the completion of the 
Informal Procedures, if utilized. However, where the 
act com~lained of is one of a continuing nature, has a 
continu~ng effect, or, in the judgment of the 
Affirmative Action Officer warrants proceeding, the time 
limit may be extended. 
The Affirmative Action Officer shall promptly consider 
the complaint and shall, within fifteen (15) working 
days of the filing thereof: 
a. Determine whether the com~laint has been filed 
in accordance with the provis1ons of these 
procedures. 
b. Determine whether the complaint asserts 
discrimination on the basis of race, creed, gender, 
sexual orientation, color, national origin, 
religion, age, disability, marital status, veteran 
status, or retaliation (as defined in Section G. of 
these procedures). 
c. Take the steps necessary to thoroughly 
investigate the complaint through, at a minimum: 
1. The provision of a copy of the formal 
complaint to the person accused. 
2. the request for, receipt of and 
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consideration of the response of the accused. 
3. The review of relevant documents and, at 
the discretion of the Affirmative Action 
Officer, the interviewing of persons 
identified by either party as ones having 
information pertinent to the allegations. 
4. The collection of further evidence deemed 
relevant to the investigation. 
5. Presentation of the evidence to each party 
and the allowance and consideration of 
rebuttal. 
d. Attempt to mediate the complaint to the mutual 
agreement of the Parties and the Affirmative Action 
Officer. If such agreement is reached, it shall be 
reduced to writing and the Affirmative Action 
Officer shall notify the Parties, the Chief 
Administrative Officer and the President of the 
closure of the complaint file. 
e. If no settlement is reached, the Affirmative 
Action Officer shall provide a Statement of 
Findings and Recommendations to the Parties, the 
Chief Administrative Officer and the President • 
If the Affirmative Action Officer determines that more 
than fifteen (15) dafS are needed, sjhe will notify the 
Parties of the antic1pated completion date. 
Upon receipt of the Statement of Findings and 
Recommendations, if either party takes exception, sjhe 
may ap~eal to Step II, stating the basis of the A~peal, 
b¥ not1fying the Affirmative Action Officer in wr1ting 
w1thin ten (10) workin9 days. In such cases, the 
Affirmative Action Off1cer shall transmit a copy of the 
entire step I record, and the Letter of Appeal, to the 
Chief Administrative Officer, with a copy to the 
President. 
If no appeal has been filed, the Affirmative Action 
Officer shall pursue one of the following courses at the 
end of the ten (10) day period. 
If no finding of violation has been made and/or 
no remedy has been recommended, the Affirmative 
Action Officer shall issue a Statement of 
Closure to the parties, with a copy to the Chief 
Administrative Officer and the President . 
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2. 
If a finding of violation has been made, and if 
a remedy has been requested or recommended which 
must be effected by the Chief Administrative 
Officer or the President, the Affirmative 
Action Officer shall issue a Statement of 
Resolution and a Recommendation to Effect Remedy 
to the Parties, the Chief Administrative Officer 
and the President. 
STEP II - CHIEF ADMINISTRATIVE OFFICER 
The Chief Administrative Officer responsible for hearing 
appeals at Step II is the person who has overall 
responsibility for the supervision of the individual 
accused in the complaint and who re~orts to the 
President. If the accused's superv1sor is the 
President, the President shall appoint a designee to 
serve in her/his stead. For complaints arisin9 between 
students in both the Day Colle9e and the Divis1on of 
Graduate and Continuing Educat1on, the President shall 
designate the person/persons to serve as the Chief 
Administrative Officer to hear appeals under Step II of 
these procedures. 
The Chief Administrative Officer or designee shall 
promptly consider the complaint and shall, within 
fifteen {15) working days of the receipt of the step I 
record and the Appeal: 
a. Determine whether the Complaint and the A~peal 
have been filed in accordance with the provis1ons 
of these procedures. 
b. Take the steps necessary to review the record 
and the Appeal, investigate the complaint further 
if deemed necessary, make a preliminary 
determination on the matter, and informally discuss 
it with both Parties. 
c. Offer the non-prevailing party the opportunity 
for a hearing. Such hearing must be requested 
within ten (10) dars of the offer. If the party 
requests such hear1ng, the parties shall be 
accorded the following: 
1. The right to receive written charges in 
advance of expected response. 
2. The right to have a representative present 
to serve in an advisory role only. 
3. The right to have a response heard and 
considered • 
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4. The right to present documentary and 
testimonial evidence. 
s. The right to question the opposing party 
and persons giving testimonial evidence. 
6. The right to rebut documentary and 
testimonial evidence. 
7. The right to receive a written decision. 
If the Chief Administrative Officer determines that more 
than fifteen (15) days are necessary, sjhe shall notify 
the Parties of the anticipated completion date. 
If upon receipt of the Chief Administrative Officer's 
Statement of Findings and Proposed Remedy, either party 
takes exception, sjhe may appeal to Step III, stating 
the basis of the Appeal, by notifying the Chief 
Administrative Officer and the Affirmative Action 
Officer in writing within ten (10) working days. In 
such cases, the Chief Administrative Officer shall 
transmit a copy of the entire Step I and Step II 
records, and the Letter of Appeal to the President. 
If no Appeal has been filed, the Chief Administrative 
Officer shall pursue one of the following courses at the 
end of the ten (10) day period. 
If no finding of violation has been made and/or 
no remedy has been recommended, the Chief 
Administrative Officer shall issue a Statement 
of Closure to the parties, with a copy to the 
Affirmative Action Officer and the President. 
OR 
If a finding of violation has been made and, if 
a remedy has been ~roposed which can be effected 
bf the Chief Admin1strative Officer, sjhe shall 
g1ve effect to such remedy and shall issue a 
statement of Resolution to the Parties, with a 
copy to the Affirmative Action Officer and the 
President. 
If a finding of violation has been made and, if 
a remedy has been proposed which must be 
effected by the President, the Chief 
Administrative Officer shall issue a Statement 
of Resolution and a Recommendation to Effect 
Proposed Remedy to the Parties, with a copy to 
the Affirmative Action Officer and the 
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President. 
3. STEP III - PRESIDENT 
Unless the President is personally charged under these 
procedures, in which case the procedures under Section F 
shall apply, or disqualifies her/himself (Section E), 
the President shall be the sole Step III Appeal Officer. 
The President shall promptly consider the complaint and 
shall, within ten (10) working days of receipt of the 
Step I and Step II records and the Letter of Appeal: 
a. Determine whether the complaint and the step 
III Appeal have been filed in accordance with these 
procedures. 
b. Take the steps necessary to review the record 
of the two preceding steps and the Appeal. 
c. At her/his discretion, remand the case to the 
Chief Administrative Officer or the Affirmative 
Action Officer for the purpose of conducting 
further investigation or hearing. 
d. Make a final determination on the complaint of 
discrimination and take whatever action sjhe deems 
appropriate to the situation. A Notice of Final 
Resolution shall be issued by the President to the 
Parties, the Chief Administrative Officer and the 
Affirmative Action Officer. 
If the President determines that more than ten (10) 
working days are necessary, sjhe shall notify the 
Parties of the anticipated completion date. 
The President shall be the final adjudicator under these 
procedures. Her/his decision shall be binding with full 
recognition that, at anr time, the complainant has the 
right to file charges w1th appropriate local, state 
and/or federal agencies. 
4. APPLICATION OP TIME LIMITS 
In the event that a complaint has not been resolved 
within forty five (45) days following its filing at any 
step, either party may elect to have the matter 
considered at the next step of these procedures. 
P. COMPLAINTS AGAINST INSTITUTIONAL OFFICERS 
If a complaint is directed a9ainst a Chief Administrative 
Officer, the Affirmative Act1on Officer, the Section 504/ADA 
Coordinator, or the Title IX Coordinator, the functions 
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assigned to the person by these procedures will transfer to 
the President or her/his designee. Complaints directed 
against the President shall be filed with the Chairperson of 
the Board of Trustees and will follow the Grievance 
Procedures established by the Board of Regents with Respect 
to Presidents, as contained in the Report of the Task Force 
on Complaint/Grievance Procedures dated September, 1987. 
G. RETALIATORY ACTION PROHIBITED 
The College prohibits retaliatory action taken against 
persons who file claims, complaints or charges under these 
procedures, or under applicable local, state or federal non-
discrimination statutes, who are suspected of having filed 
such claims, complaints or charges, who have assisted or 
participated in an investigation or resolution of such 
claims, complaints or charges, or who have protested 
practices alleged to be violative of the non-discrimination 
polic¥ of the College, the Higher Education coordinating 
counc11, or local, state or federal non-discrimination 
regulation or statute. such retaliation is cognizable under 
these procedures as well as under state and federal law. 
Retaliation, even in the absence of provable discrimination 
in the original complaint, charge or allegation, constitutes 
a violation as serious as proved discrimination under the 
original claim, complaint, charge or alle9ation. Any person 
who believes sjhe has been retaliated a9a~nst in this manner 
is encouraged to immediately file a cla1m or complaint under 
these procedures. 
H. ACTIONS TO REMEDY DISCRIMINATION 
Should discrimination in treatment or effect be found to 
exist in any employment, educational or service decision, 
action, inaction or practice within the College, all 
appropriate corrective and/or disciplinary actions shall be 
taken under the direction of the President of the College, 
subject to any applicable collective bargaining agreement or 
other policies or procedures of the College. 
I. RECORD KEEPING 
A record of any claim or complaint submitted for 
consideration in accordance with these Discrimination 
Complaint Procedures shall be kept on file in the College 
Affirmative Action Office. This record shall include a 
record of all steps of these procedures and shall be the only 
file so maintained. The information contained in such files 
shall be considered confidential and shall be accessed/used 
only for purposes of the enforcement of policies set forth in 
the Affirmative Action 1 Equal Opportunity I Diversity Plan 
and by appropriate staff. It may also be used to deal with 
and respond to claims arising under this policy • 
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1. For a claim filed under the Informal Procedures, the 
record shall contain at a minimum: 
a. A brief description of the claim, its 
allegations and the manner in which it was 
resolved. 
b. If given, signed authorization to use the 
complainant's name in the investigation 1 
resolution of the claim. 
2. For a complaint filed under the Formal Procedures, 
the record shall contain at a minimum: 
a. A copy of the complaint (Exhibit A). 
b. Copies of statements of all witnesses. 
c. Any documentary evidence or written statements 
presented by the Parties. 
d. Records of intermediate proceedings. 
e. A copy of the final disposition 1 resolution. 
BECC SUBMISSION 
In order to assure that the rights of both complainants and 
charged parties are protected, each College will, within 
one hundred and twenty (120) days of the effective date of 
this Plan, submit to the Affirmative Action Officer of the 
Higher Education Coordinatin9 Council an assurance that the 
above procedures are the off1cial Discrimination Complaint 
Procedures of the College and are the only procedures used by 
the College for addressing claims 1 complaints of 
discrimination which are cognizable under these procedures . 
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EXHIBIT A 
NAME OF COMPLAINANT ______________________________________ ___ 
PLACE WHERE YOU MAY BE CONTACTED: 
ADDRESS--------------------------------------------------
PHONE '-------------------------------------------------
DATES OF ALLEGED DISCRIMINATORY ACT ________________________ _ 
ALLEGED DISCRIMINATOR. ____________________________________ ___ 
NATURE OF COMPLAINT AND RELIEF DESIRED: (Include all events, 
places, and persons that you feel are involved with this 
complaint. (Use additional pages if necessary) 
The above information is complete and accurate to the best of 
my knowledge and belief and I hereby elect to use 
the procedures outlined in the Discrimination Complaint 
Procedures. I (do) {do not) authorize the use of my name in 
the investigation and resolution of this claim/complaint and 
the disclosure of this document to appropriate administrators 
and any or all persons named above. 
S~gnature of Compla~nant Date 
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XVI. AFFIRMATIVE ACTION / EQUAL OPPORTUNITY / DIVERSITY 
ADVISORY COMMITTEE 
The President shall appoint an Affirmative Action 1 E9?al 
Opportunity 1 Diversity Advisory Committee. The comm1ttee 
shall consist of members representing the respective campus 
constituencies of administration, faculty and librarians, 
staff and students. The Committee shall include appropriate 
representation of persons of color, women, and persons with 
disabilities. The President shall consult with the 
Affirmative Action Officer with respect to these 
appointments: the Affirmative Action Officer shall be an ex-
officio member of the Committee. 
Purpose 
The purposes of the Affirmative Action I Equal Opportunity 1 
Diversity Advisory Committee are: 
1. To serve as an advisory group to the President. 
2. To make recommendations to the President of the 
College as well as to respective campus and governance 
committees concerning effective implementation of the 
College's Affirmative Action I Equal Opportunity 1 
Diversity Plan. 
3. To evaluate institutional compliance with respect 
to all affirmative action I equal opportunity 1 
diversity programs and to recommend appropriate 
strategies to the President. 
4. To keep informed as to federal and state laws and 
regulations as well as institutional policy impacting on 
affirmative action 1 equal opportunity 1 diversity. 
Responsibilities 
The Responsibilities of the Affirmative Action I Equal 
Opportunity 1 Diversity Advisory Committee include, but are 
not limited to the following: 
1. To establish its own rules of order with respect to 
election of officers, meeting times, quorum 
restrictions, etc. 
2. To furnish a report of its activities and 
recommendations to the President upon her/his request 
but at least annually. 
3. If appropriate, to sit on screening committees as 
a non-voting member to assure that the screening 
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committee complies with affirmative action 1 equal 
opportunity policies and regulations. 
Each College will develop its own policies with respect 
to additional functions or tasks which may be assigned 
to this Committee and with respect to Committee members 
sitting on screening committees • 
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XVII. CONTRACTING AND PURCHASING 
Equal Opportunity for vendors 
When selecting contractors, suppliers, and vendors of goods 
and services, including goods and services secured in 
connection with construction projects, the Colleges will 
offer equal op~ortunity to all qualified persons and entities 
and will not d1scriminate on the basis of race, creed, 
religion, color, gender, sexual orientation, age, disability, 
veteran status, marital status or national origin. 
The colleges shall seek to locate and shall encourage the use 
of minority and female contractors, subcontractors, vendors 
and su~pliers. The Colleges will identify businesses 
primar~ly operated by members of such protected classes with 
the help of agencies such as the State Office of Minority 
Business Assistance in order to encourage bids and proposals 
from potential contractors, vendors and suppliers. 
Equal Employment Opportunity 
The Colleges adhere to and enforce the non-discrimination 
clause contained in Section 202, Executive Order 11246 as 
amended. Pursuant thereto and pursuant to their own policies 
against discrimination, the Colleges require that all persons 
and entities with which they contract for the provision of 
goods and services shall provide equal employment opportunity 
for all persons without regard to race, color, religion, 
gender, or national origin. 
The Colleges further adhere to and enforce a policy of 
requiring that all persons and entities with which they 
contract for the provision of goods and services shall 
provide equal employment opportunity without regard to age, 
veteran status, disability, marital status, or sexual 
orientation. 
contractor Compliance 
Prior to the awarding of any contract, the College shall 
require that the contractor provide written assurance of its 
compliance with applicable state and federal laws and 
regulations, including the provisions of this Policy, 
prohibiting discrimination in employment. 
The Colleges shall require that every contract made on or 
after November 1, 1992, for the purchase of goods and 
services contain the following provisions: 
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"During the performance of this Agreement, the 
Contractor agrees as follows: 
11 1. The Contractor shall not discriminate against any 
employee or applicant for employment because of 
race, creed, religion, color, gender, sexual 
orientation, age, disability, veteran status, 
marital status, or national origin. 
"2. The Contractor will comply with the provisions of 
the Governor's Code of Fair Practices, with Chapter 
151 B of the General Laws of Massachusetts, with 
all other a~plicable state and federal laws barring 
discriminat1on in employment, and with Section XVII 
of the Affirmative Action 1 Equal Opportunity 1 
Diversity Plan of the Massachusetts State Colleges. 
"3. In the performance of this Agreement, the 
Contractor shall take affirmative action to employ 
minority and female subcontractors, vendors and 
suppliers. 
11 4. The College ma¥ at any time require the Contractor 
to supply it w1th such data as it shall reasonably 
require for purposes of determining whether the 
Contractor is adhering to the above-described 
prohibitions against discrimination in employment • 
11 5. In the event that the Contractor shall have failed 
to com~ly with requirements contained in any of the 
forego1ng clauses 1, 2, 3, and 4, the College may 
enforce such compliance by withholding part or all 
of any payment then due until such time as the 
contractor complies with any such requirement, 
and/or by cancelling, terminating or suspending the 
whole or any part of this Agreement. Nothing herein 
contained shall bar the College from pursuing such 
other lawful recourse as it may have to enforce 
compliance with the above-described requirements 
and to recover damages for their breach." 
The Colleges individually reserve the right to disqualify as 
a contractor any person or entity that fails to adhere to the 
prohibitions against discrimination in employment that are 
contained in this Section XVII. 
contractor Conduct 
All contractors, vendors and suppliers of goods and services 
shall be required, during any period when they or their 
agents or employees are present at the College, to adhere to 
standards of conduct that are consistent with this Policy, 
and all such contractors, vendors and suppliers, their a~ents 
and employees shall refrain from acts or conduct, includ~ng 
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verbal acts constituting harassment by personal vilification (see Pg. 5 of this Plan) or conduct, that constitute 
harassment of any person by reason of such person's race, 
creed, religion, color, gender, sexual orientation, national 
origin, age, disability, veteran status, or marital status. 
The College shall require every contractor, vendor, and 
supplier to instruct its agents and employees concerning the 
requirements of this paragraph, and to take actions including 
disciplinary actions, to correct any violation thereof. 
rnstitutional complaint Procedures 
The Massachusetts State Colleges have established specific 
internal complaint ~rocedures to help resolve claims and 
complaints of discr1mination on the campus. The Colleges' 
Discrimination Complaint Procedures will serve as a system of 
review and resolution for both informal claims and formal 
complaints that any provision of this Section XVII has been 
violated. Any member of the College Community who believes 
that s/he has been a victim of any such violation may 
initiate the informal claim or formal complaint procedures as 
outlined in the Colle9e's Discrimination Complaint 
Procedures. Further 1nformation or advice may be obtained by 
contacting the College Director of Affirmative 
Action/Affirmative Action Officer • 
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XVIII. PROGRAMMATIC EFFORTS 
The Massachusetts State Colle9es have, as a group, committed 
themselves to a policy of aff1rmative action 1 equal 
op~ortunity 1 diversity and non-discrimination throughout 
th1s Plan. The Colleges realize, however, that the 
development and implementation of specific programmatic 
efforts, both individually and collaboratively, will be 
essential to the establishment of an action oriented program. 
Rather than renderin9 affirmative action plans which merely 
represent a compilat1on of policies, procedures and 
prohibited practices solely designed to avoid discrimination, 
these action oriented elements make this Plan a pro-active, 
aggressive tool as opposed to a passive document. 
Collaborative Efforts 
In an effort to fully establish joint collaborative programs 
which will enhance the implementation of the Massachusetts 
State colleges Affirmative Action I Equal Opportunity 1 
Diversit¥ Plan, the Affirmative Action Officers of the nine 
institut1ons will continue to meet regularly to assist each 
other and to work toward the development of joint 
programmatic initiatives including, but not limited to the 
following: 
1. Comprehensive Recruitment Contact Source 
A comprehensive directory of recruitment resources 
will be developed for each major category of 
positions (i.e., academic discipline, 
administrative area, field of focus) listing the 
various known sources for contact. This directory 
will list individuals, departments, institutions, 
organizations, professional associations and their 
various caucuses, which are known to be good 
sources for ~ersons of color, women and persons 
with disabil1ties. In addition, the Directory will 
also contain a listing of major publications such 
as newspapers, journals or other periodicals which 
print job advertisements and have substantial 
circulation among ~ersons of color, women and 
persons with disab1lities. Trade or professional journals for each academic discipline and 
professional area will also be included. 
2. Program of Professional Enrichment for Affirmative 
Action Officers 
In a collaborative effort, the Affirmative Action 
Officers will develop a program of professional 
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3. 
enrichment for affirmative action personnel which 
will include workshops, seminars and other kinds of 
enrichment opportunities which will assist them in 
the performance of their duties. such enrichment 
opportunities should include training and other 
assistance concerning the relationship between 
collective bargaining agreements and the 
requirements and implementation of the Affirmative 
Action I Equal Opportunity I Diversity Plan. 
Insofar as possible, reliance will be placed on the 
expertise of persons within the public higher 
education system; local, state and federal 
agencies; and ~rofessional organizations and 
associations, 1n order to keep costs to minimum. 
Seminar for Trustees, Presidents. Vice Presidents 
and Deans 
It is a known fact that the implementation of 
effective programs of affirmative action, equal 
opportunity and diversity are only as effective as 
the commitment and full understanding at the 
Trustee and Executive level of the institution. In 
order to strengthen this commitment and 
understandin9 at the Massachusetts State Colleges, 
the Affirmat1ve Action Officers, upon direction 
from the Council of Presidents, will develop 
seminars to strengthen the understanding and 
sensitivity of the Trustees, Presidents and line 
managers to the importance of their respective 
roles in fostering and effecting affirmative 
action, equal opportunity and diversity. 
Xndividual campus components 
Specific programmatic efforts determined by the individual 
colleges may take any of several forms: projects, programs, 
defined strategies, structured activities or other tactical 
ste~s which contribute to fulfillment of the Colleges' 
aff1rmative action, equal o~portunity and diversity goals and 
objectives. Each college w1ll develop individual specific 
pro9rams to assist in identifyin9 and overcoming 
def1ciencies, strengthenin9 util1zation rates of persons of 
color, women and persons w1th disabilities within the 
workforce and the student body, and providing increased 
opportunities for underrepresented groups, both in the area 
of em~loyment and in the area of the student living and 
learn1ng environment. cross-cultural programming, 
sensitization of all members of the college communities to 
the rights and needs of all persons, including persons of 
color, women, and persons with disabilities, will play a 
major ~art. The involvement of all segments of the college 
commun1ties in both the planning and the implementation of 
such programming will be an essential factor in its success • 
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HECC SUBMISSION 
Each college shall submit to the Higher Education 
Coordinating Council a plan of programmatic efforts within 
one hundred and twenty (120) days of the effective date of 
this Plan. The submission will become a part of the 
individual College Affirmative Action I Equal Opportunity 1 
Diversity Plan, and be ~ublished with the Massachusetts state 
College Affirmative Act1on I Equal Opportunity 1 Diversity 
Plan as a single document following a~proval by the Board of 
Trustees of each College and by the H1gher Education 
Coordinating council of the Massachusetts Department of 
Education • 
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FRAMINGHAM SI'ATE CDLLEliE 
Bl.JXiRP 'msK RlRCE 
Marcil 30, 1993 
Attachment B 
The Budget Task Force met on Tuesday, March 30, 1993 at 4:00 p.m. in 
the 1839 Room of the D. Justin McCarthy COllege Center at Framingham state 
College. 
Trustees Present: Cheng, Chair; cahners; Fessenden; Zildjian; and 
Greenblatt, ex officio 
Vice President Horrigan explained that the Fiscal Year 1994 Budget 
Process is well under way. The Governor suhnitte::l his reconunendation for 
funding on January 27, 1993. His reconunendation includes full Tuition 
Retention and chargebacks for group insurance and "outside" section language 
on Collective Bargaining and other chargebacks. As a result, it is 
difficult to detennine the amount of net new dollars which will be 
available to the College if the Budget passes. In the Higher Education 
Coordinating Council analysis (in documents date::l February 5 and March 2, 
1993 distribute::l this evening) you will note nt.nnerous differences due in 
large part to the use of different sets of assumptions in the House I 
Governor's Budget. The House Way and Means Conuni ttee will be holding public 
hearings on April 14 at Springfield Technical Conununity College, so further 
infonuation will be provided at the May Board Meeting . 
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* * * * * * * * 
As regulations stand, the Higher Education Coordinating Council 
establishes '1\li tion for the State and Community Colleges. In a memorandum 
dated March 12, 1993, distributed with tonights agenda, the Higher Education 
Coordinating Council has proposed a 'I\lition increase of between 2% and 4% 
for Massachusetts Residents. 'Ihe memorandum also states that if the College 
does not make a 'I\lition Reconunendation 11 ••• then the Council will establish 
your final 'I\lition at 2% higher than this years rate for resident students." 
The President and staff, mindful of the increases over the past 4 years (4% 
this year and an average increase of 32% in the previous 3 years) believe 
that 'I\lition should not be increased for next year, particularly since the 
increase would not remain on campus to benefit the students. Accordingly, 
the Task Force will suggest that this Board reconunend to HECC that there be 
no increase in tuition next year. It should be noted that the 2% to 4% 
increase for resident students does not apply to non-Massachusetts students. 
The Higher Education Coordinating Council has approved an increase for 
Undergraduate OUt-of-State Students of 5.68% and 4.02% for OUt-of-State 
Graduate Students. Finally, HECC has requested that the Colleges limit 
increases to no more than 4% if House I is approved. If House I contains 
funding for Collective agreements, does not increase mandated chargebacks 
and makes no other assessments against the College, it is believed that the 
total increase at :fralllingham State College will be no more than 4% and in 
fact will be approximately 2% . 
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* * * * * * * * 
As rep:::>rted at the January meeting of the Board, nero and other state 
Agencies, Colleges and Universities have begun the development of a 5 Year 
Plan for capital Projects to be funded through HEFA. Data regarding overall 
campus capital needs have been requested and forwarded to DCPO. on April 6, 
OCPO will conduct a site visit to verify campus needs. In addition to the 
recently requested information, the College has complied with all currently 
known DCPO requirements for the Physical Fitness Facility study. We are 
current! y awaiting DCPO approval of that study. 
* * * * * * * * 
Vice President Horrigan also reported: 
An Early Retirement Proposal has been rep:::>rted out of the Public 
Service Committee to the House Ways and Means Committee. This 
prop:::>sal establishes a June 30, 1993 retirement date for Public 
Higher Education Employees with the exception that Faculty can 
choose June 30 1994, but will not receive any additional 
retirement benefits. 'Ibis proposal also substitutes the 
Chancellor of HECC for the Secretary of Education in the process 
of determining 'Which of the positions, ma.de vacant by retirement, 
nay be filled . 
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The Boston Edison Energy Efficiency Partnership is underway. 
CUrrently, College lighting is being replaced. 
Funding for the 6% salary increase paid to errployees in January 
has not been nade available to the College. 
Progress on the EPA Administrative Action continues. EPA has 
appointed a new Attorney and one meeting has been held since the 
appointment. Additional dc::a.nnentation is being generated. 
The repair of leaks in the College Center upper sandbox is never 
ending. The next task will be to remove the Trees and Shrubs from 
the planter and make repairs to the area below. 
The College has had plowable snow on 28 days this winter and has 
received over 100 inches of snow. For only the second time in 12 
years, it has been necessary to truck snow from the College 
Parking areas to other sites on campus. 
rrhe College has received funding for three capital Projects all of 
which are in process of being studied or bid. There is $80, 000 
for disabled access improvements in the College Center, $75,000 
for Fire Prevention improvements in five College Buildings and 
$275,000 for steam line improvements. 
New drapes have been installed in the auditorium. 
During the blizzard of 1993, SUnday, March 14, the cable 
connecting an Edison 13 . 8 KV Transfonner and the College's nain 
power distribution cubicle burned and 213 of the campus was left 
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(5) 
without power. With the cooperation of the Wellesley Deparbnent of 
Public Works 'Which supplied new cable, electricity was restored 
by 6:00 p.m. on SUnday evening. 
The College made a successful conversion to an updated version of 
the College progranuning software INGRESS. 
'!he Task Force recommends that the Trustees Vote to: 
Recommend to the Chancellor of the Higher Education Coordinating 
Council that there be no tuition increase for the academic year 1993-
94 . 
